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ABSTRACT 
The topic of the present stud}' is A study of Job Burnout and Job 
In\olvement as related to percened organizational culture and social support 
among nurses of government and private hospitals The findings of the present 
study would reflect upon what this stud> can tell us about the current and 
future state of the workplace (i e . hospitals) and its impact on health of nurses 
It would focus on what the role of industrial and organizational psychologists 
can play m better understanding the dynamics of job bumout and job 
involvement 
Nurse's health has been affected by an inability to cope with the 
effects of job bumout and job related stress Whatever manifested in minor 
complaints of illness or stress-related problems, it has severe consequences for 
individuals' lives In addition, it has long been recognized that families suffer 
directly or indirectly from the stress problems of nurses - suffering that can be 
manifested in unhappy marriages, divorces, and spouse and child abuse 
Recently, job bumout has been seen as a contributing factor to the nurses' 
health and well-being 
Chapter one. i e , Introduction discusses about the concept of job 
bumout job involvement, perceived organizational culture and social support 
wbch have been found to have related and relevance for nurses and their 
organizations (i e . hospitals) The major focus of the present chapter is to identify 
the potential sources of these vanables in job-related and organizational contexts 
This chapter begins with a bnef o^er '^Iew of the histoncal ongins and early 
approaches to the study of job bumout job involvement perceived organizational 
culture and social support which highlights the strengths and weaknesses of these 
approaches to the study of job bumout At the end of this chapter need of the 
present study is also emphasized 
In chapter two. Review of Relevant Studies, a number of studies 
are quoted concerning the variables under study and some of the challenges 
facing researchers in this broad and complex field My aim is not to provide a 
total rcMew of all rele\ant studies on job bumout |ob involvement, perceived 
oigani/alional culture and social support but to stimulate awareness and 
critical thinking about significant theoretical and empirical issues 
In chapter three the following hypotheses were formulated 
1 There is no difference bet\\een the nurses of private hospitals and 
go\ emment hospitals on job bumout 
2 There is no difference between the nurses of private hospitals and 
government hospitals onjob involvement 
3 There is no difference between the nurses of private hospitals and 
government hospitals on social support 
4 There is no difference between the nurses of private hospitals and 
government hospitals on organizational culture 
5 There is no difference between the nurses of private hospitals and 
goA emment hospitals on emotional exhaustion 
6 There is no difference between the nurses of private hospitals and 
government hospitals on depersonalization 
7 There is no difference between the nurses of private hospitals and 
government hospitals on personal accomplishment 
8 There is no difference between the nurses of private hospitals and 
go^ emment hospitals on appraisal support 
9 There is no difference bet\\een the nurses of private hospitals and 
go\ emment hospitals on tangible support 
10 There is no difference between the nurses of private hospitals and 
government hospitals on belonging support 
11 There is no difference between the nurses of private hospitals and 
government hospitals on faimess 
12 There is no difference between the nurses of private hospitals and 
go\ emment hospitals on mutual trust 
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13 There is no difference between the nurses of private hospitals and 
government hospitals on openness 
14 There is no difference between the nurses of private hospitals and 
government hospitals on s}Tierg) 
15 There is no difference bet\\een the nurses of private hospitals and 
government hospitals on organizational climate 
16 There is no difference bet\\een the nurses of private hospitals and 
government hospitals on orgaruzational environment 
17 There is no difference between the nurses of private hospitals and 
government hospitals on autonomy 
18 There is no difference between the nurses of private hospitals and 
government hospitals on work ^ alues 
19 There is no difference between the nurses of private hospitals and 
government hospitals on organizational belongingness 
20 There is no difference between the nurses of private hospitals and 
government hospitals on confrontation 
21 There is no difference ben\een the nurses of private hospitals and 
government hospitals on proaction 
22 There is no difference between the nurses of private hospitals and 
government hospitals on organizational loyalty 
23 There is no significant predictor of job burnout amongst the two 
independent variables viz Organizational Culture and Social Support m 
the nurses of private hospitals and government hospitals 
24 There is no significant predictor of job involvement amongst the two 
independent \ ariables viz. Organizational Culture and Social Support 
in the nurses of private hospitals and government hospitals 
25 There is no significant predictor of job burnout within the specified 
independent variables (components of organizational culture, social 
support VIZ appraisal support, tangible support belonging support 
fairness, mutual trust, openness, synergy organizational climate 
organizational environment, autonomy work \alues organizational 
belongmgness. confrontation, proaction. organizational lo\alty) in the 
nurses of private hospitals 
26 There is no significant predictor of job involvement within the 
specified independent variables (components of organizational 
culture, social support viz, appraisal support, tangible support, 
belonging support, fairness, mutual trust, openness. synerg\'. 
organizational climate, organizational environment, autonomy, work 
values, organizational belongmgness, confrontation, proaction. 
organizational loyalty) in the nurses of pnvate hospitals 
27 There is no significant predictor of job burnout within the specified 
independent \ anables (components of organizational culture, social 
support viz. appraisal support, tangible support, belonging support 
fairness, mutual trust, openness, synergy, organizational climate 
organizational environment, autonomy, work values, organizational 
belongmgness. confrontation, proaction. organizational loyalty) in the 
nurses of govemment hospitals 
28 There is no significant predictor of job involvement within the 
specified independent variables (components of organizational 
culture, social support viz, appraisal support, tangible support, 
belonging support fairness, mutual trust, openness, synergy, 
organizational climate, organizational environment, autonomy, work 
values, organizational belongmgness. confrontation, proaction. 
organizational loyalt}') in the nurses of govemment hospitals 
29 There is no significant predictor of job burnout within the specified 
independent vanables (components of organizational culture, social 
support viz, appraisal support, tangible support, belonging support, 
fairness, mutual trust, openness, synergy, organizational climate, 
orgamzational environment, autonomy, work values, organizational 
belongingness, confrontation, proaction, organizational loyally) in the 
nurses of private hospitals and government hospitals 
30 There is no significant predictor of job invohement within the 
specified independent variables (components of organizational 
culture, social support ^ iz. appraisal support tangible support, 
belonging support, fairness mutual trust openness, synergy 
organizational climate, organizational environment autonomy, work 
values, organizational belongingness, confrontation, proaction, 
organizational loyalty) in the nurses of private hospitals and 
government hospitals 
Chapter four, i e. methodolog}' includes sample, tools, procedure and 
data analysis 150 nurses were drawn from private hospitals and 150 nurses 
were recruited from government hospitals (JNMC and Malkhan Singh 
hospital) of Aligarh city The Job Burnout Inventory developed by Maslach 
and Jackson (1981) was used to assess the degree of burnout of the subject 
The scale contains 22 items and each item to be rated on 7-pomt scale, very 
mild, mild, and somewhat moderate, moderate, somewhat strong, strong and 
ver>' strong The scale measures three dimensions of job bumout viz 
emotional exhaustion, depersonalization and personal accomplishment 
Job Involvement Scale de\ eloped by Lodahl and Kejner (1965) was 
used in this study The original scale that contains 20 items was preferred over 
the modified short version of this test because it was felt that there is a need to 
gather more information m terms of the score from the respondents from the 
point of view of the requirement of the present research It is a 5-point scale 
and each items was rated on a continuum of strongly agree to strongly 
disagree 
In order the measure dilTerent level of social-support a modified 
version of the Interpersonal Support Evaluation Test (ISET) was used The 
support scale was developed by Cohen, Mermelestein, Karmarak and 
Holarman (1985) This scale consisted of 18 items with two possible responses 
probably true or probably false 
The organizational culture scale de\ eloped by (Imtiaz, 2000) was used 
in the present study The OCS consisted of 12 dimensions, namely, fairness 
mutual trust, openness, organizational climate, synergy, organizational 
environment, autonomy, work values, organizational belongmgness. 
confrontation, proaction, and organizational loyalt)' 
The investigator established rapport with the respondents (i e nurses) 
and assured them that their responses would be kept strictly confidential and 
would be utilized for the research purpose only After establishing rapport 
with the respondents, the data were collected individually according to their 
convenience 
After obtaining data from the nurses of private and government 
hospitals It was analysed by means of t-test and stepwise multiple regression 
analysis 
The main findings of the present study were 
1 Significant differences were found to exist between the mean scores of 
nurses of private and government hospitals on job burnout, job 
involvement, social support and organizational culture 
2 Significant differences were found to exist between the mean scores of 
nurses of private and government hospitals on the dimensions of job 
burnout, namely, emotional exhaustion, depersonalization, and 
personal accomplishment 
3 Nurses of private hospitals scored significantly higher than the nurses 
of government hospitals on all the dimensions of organizational 
culture, namely, fairness, mutual trust, openness, synergy, 
organizational climate, organizational environment, autonomy, work 
values, organizational belongmgness. confrontation, proaction and 
organizational loyalty 
4 Nurses of private hospitals scored significantly higher than the nurses 
of government hospitals on appraisal support, tangible support, and 
belongmg support dimensions of social support 
5 Openness variable of perceived organizational culture was found to a 
significant predictor of job burnout among nurses of prn ate hospitals 
6 Tangible support, mutual trust openness, culture and confrontation 
variables were found to be significant predictors of job involvement 
among nurses of private hospitals 
7 Out of 15 independent variables of perceived organizational culture 
and social support only tangible support was found to be the significant 
predictor of job burnout among nurses of government hospitals 
8 Belonging support was found to be a significant predictor of job 
involvement in nurses of government hospitals 
9 Tangible support, appraisal support, autonomy, proaction, 
organizational climate, and orgamzational involvement were found to 
be significant predictor of job in\olvement m the nurses of private and 
government hospitals 
10 Tangible support, appraisal support fairness, autonomy and proaction 
were found to be significant predictor of job involvement among 
nurses of private and government hospitals 
11 Organizational culture and social support significantly predicted job 
burnout m the nurses of prn ate and government hospitals 
12 Organizational culture and social support significantly predicted job 
involvement in the nurses of pnvate and government hospitals 
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Chapter One 
INTRODUCTION 
The purpose of this chapter is to present an over\ie\v of theoretical 
approaches to explaining the concepts of job burnout, job involvement, 
perceived organizational culture and social support and their 
interrelationships Attention will be paid to receiving some of the diverse 
conceptualizations related to these organizational and social variables for 
nursing Discussion of each construct includes origin, theoretical problems and 
measurement dimensions 
Nursing as a Profession 
Nursing profession is considered a vety important profession in the 
society in vie\\ of humanism or morality Nurses have to look after such 
people as are sick, are tired of their illness and to some extent disappointed A 
nurse may not be able to remove the patient's disease completely but she can 
certainly give relief in disappointment and sadness arising from the disease 
The mental cheerfulness of a nurse will inspire m the minds of the patient also 
Nalini Dave opines that ""Nursing staff is closely related to the individual than 
any other hospital personnel The quality of patient depends on the kind of 
nursing care available Thus "nursing is the best humanitarian work To quote 
McClame and Graig. "Nursing is an art which requires a sympathetic heart 
and willing hands"' The eagerness of the patient to live the life and his 
enthusiasm for the life are inspired by a nurse 
Nursing in India has become certainly an essential profession and very 
important and \ital to society There is no doubt that nursing profession is 
meeting all other criteria except the autonomy in true sense Nursing 
profession is a troubled profession Many stressful conditions for nurses 
cannot be remedied until the underlying issues are resolved b) the profession 
Itself 
Historically, two major themes underlying many unresoh ed issues are 
(1) Nursing is involved in the process of professionahzation. (2) The status of 
nursing is directly linked to the status of women m the societ}' 
hi professionahzation. there are two basic sources of conflict one is 
"ideological ambivalence", which is the lack of consensus among nurses on 
many professional issues The second source of conflict is the gap between 
what nurses believe that nursing should be and what actualh exists in the 
practice of nursing 
Nursing as a women's profession, by its very name is a nurturing 
process. Cleland (1971) states that "there is no doubt in my mmd that our most 
fundamental problem in nursing is that we are the members of a women's 
occupation " Stromberg (1976) found a significant relationship between sex 
role identity and the image of nursing among nursing students Nurses have a 
strong identification with the role of wife and mother and these basiC 
identifications may conflict with the value systems of the occupational role 
and produce "identity diffusion, i e the failure to integrate the identity as a 
woman with role identity as a nurse " 
As \\ omen's have not been expected to provide career advancement, so 
less opportunities are offered to women for adequate finaiicial rewards, more 
so It is common!}' believed that nursing is a stressful profession These stresses 
might come up from factors intrinsic to job, relationship to work, role in the 
organization, career development, home / work interference. 
Most jobs involve at least a degree of stress. They continue to function 
despite their daily encounters with various stressors, but with overtime, they 
seem to be down by repeated encounters with stress. Such persons are said to 
be suffering from burnout, 
Bailey (1985) listed nurses as among a group of health professionals 
who may be regarded as the 'causalities of caring' as there is a growing 
amount of evidence to suggest that nursing profession can indeed be stressful 
one i.e . the failure to integrate the identit)' as a women with role identity as a 
nurse"' 
Job Burnout 
The phenomenon of burnout was first identified by Bradley in 1969. 
and it was further elaborated by Freudenberger (1974) This construct was 
mainly based on observation of the extreme psychological strain often 
experienced by worker in the human service professions such as nurses, police 
officers, social worker, and school teachers 
In recent year's widespread attention is given to burnout researches 
from both academic and applied publications and the popular media, along 
with the very severe consequences of burnout for individuals and their 
organizations We belie\e thai this issue warrants separate consideration 
from other forms of ]ob-relaled strain Maslach (1993), a foremost 
contributor to the study of burnout, noted that it "is now recognized as an 
important social and individuals problem" Similarly Cardes and 
Daugherty (1993) suggested that there is substantial empirical evidence that 
job related burnout carries significant costs for individual well-being and 
organizational functioning including personal ill health, absenteeism, 
turnover, and reduced productnit) Hobfoll and Shirom (1993) have also 
highlighted some of the health-related consequences of excessive strain and 
burnout, especially cardiovascular and coronarj' heart disease drug and 
alcohol abuser and accidents 
In recent years, increasing attention has been paid to the phenomenon 
of bumout in human service professions The term "'Bumout" has become a 
popular one, and is conflised with the concept of occupational stress 
Hov '^ever, bumout occurs as a resuh of chronic job stress (Pines & Aronson, 
1981). Bumout appears to be a response to interpersonal stressors on the job in 
which an overload of contact with people results in changes in attitude and 
behaviour towards them BOSS is debilitating psychological condition brought 
about by unrelieved work stress 
Bumout can be defined as the end result of stress experienced but not 
properly coped with, resulting in symptoms of exhaustion, irritation, 
ineffectiveness, discounting of self and others, and problems of health 
(hypertension, ulcers and heart problems) Maslach (1982) reviewed literature 
on bumout and concluded that there is no single definition of bumout that is 
accepted as standard Howe\er despite the differences, there are also 
similarities among various definitions of bumout, First of all. there is general 
agreement that bumout occurs at an individual level Second bumout is an 
internal psychological experience invohing feehngs, attitude, motives, and 
expectations Third, there is also general agreement that bumout is a negative 
experience for the individual, in that it concern problems, distress, discomfort, 
dysfunction, and / or negative consequences 
Psychologists say job burnouts differ from mid-life crisis that 
affects many people Bumout is a specific set of syndrome brought on by 
severe or chronic stress directly related to the job rather than to personal 
difficulties such as divorce, death of a spouse, money problem or aging 
Burnout more often affects employees who deal extensively with other 
people on the job 
For that reason, it has become notable m healing and service 
professions such as medicine, social service and the law other vulnerable 
people are cnminal lawyers, policemen, teachers and nurses in medical and 
mental hospitals, and hospices Among the people who seem especially 
vulnerable to bumout are nurses and some specialists think it accounts for the 
shortage of nurses 
Bumout can occur early in a career In nursing erratic hours and little 
room, except m administration, for professional advancement may contribute 
to bumout Relatively low pay may too Many patients die, if they don't get 
observed by nurses, a doctor gets the credit 
All through burnout research has concentrated on the "helping" 
professions the suspicion is growing that burnout is more than an isolated 
occurrence in business It may occur at a slower pace in the office and factor}' 
psychologists believe, but the end resuh - lower productivity and high 
turnover are the same 
Burnout: Concepts and Definitions 
In their review of burnout research Cardes and Dougherty (1993) 
summarized various conceptualizations of the term including (a) to fail, wear 
out. become exhausted, (b) a loss of creativity, (c) a loss of commitment for 
work, (d) an estrangement from clients, co-workers, job, and agency, (e) a 
response to the chronic stress of making it to the top. and finally (f) a 
s>'ndrome of inappropriate attitude towards clients and toward self, often 
associated with uncomfortable physical and emotional symptom These 
definitions have common threads but they also carr>' some differing 
connotations 
Freudenberger (1974) defines bumout as a state of fatigue or 
frustration brought about by devotion to an occupation wary of hfe causes or 
relationship that failed to produce except reward 
Burke and Richardson (1993) have provided a valuable summar}' of 
four distinct definitions The first definition is that offered by Freudenberger 
and Richelson (1980) who descnbed bumout m terms of chronic fatigue, 
depression, and frustration, typically engendered by commitment to 
undertabng that did not realize the person's ambitions and expected rewards 
Although this conceptualization incorporates some of the ke\ elements of the 
bumout phenomenon it is problematical because it confounds burnout \\ith 
variables that are normally considered as distinct from although related to, 
bumout-especially depression and chronic fatigue Depression should be 
differentiated from bumout. in that the former refers to a particular 
psychological condition that should be regarded as a potential outcome of 
bumout rather than a part of the bumout syndrome itself Similarly, it is 
important to differentiate bumout from fatigue Though some authors (e g , 
Shirom. 1989) include physical fatigue as part of the bumout syndrome, the 
latter clearly encompasses much more than fatigue Induiduals may 
experience physical (and even cognitive) weanness as a result of being 
overloaded in their jobs, but m our \iew that is not equivalent to bumout As 
outlined by Hobfoll and Shirom (1993). the medical condition known as 
chronic fatigue syndrome (CFS) refers to long term physical exhaustion 
associated with an imbalance between demands from the em ironment and a 
person's ability to cope with these demands and is characterized by tiredness 
or letharg)', impairment of one's actn ities and performance, and even general 
depletion of energ)' resources These features are shared with, and may be 
precursors of, bumout as it is operationahzed m the stress literatuie However 
bumout encompasses emotional (as well as physical and cognitn e) exhaustion 
especially that emanating from dealing with "people problems" whereas CFS 
arise simply from work overload Furthermore, the medical literature on CFS 
tends to ascribe this condition to dispositional factors withm the person, 
whereas research findmgs over the last 20 years have illustrated few 
significanl personalities on dispositional correlates of burnout (Burke & 
Richardson 1993) 
The second definition of burnout presented by Burke and Richardson 
(1993) IS that of Chemis (1980) who described it as a process of 
disengagement in response to job related stressors, imbalance between job 
demands and available resources leads to an emotional response characterized 
by anxiety, tension, fatigue, and strain (or exhaustion) Tins response in turn 
produce changes in the individual's attitudes and behaviour including 
defensive coping (preoccupation with gratifying one's own needs) and 
depersonalization (a CN'nical detachment from clients and their problems) 
A third definition of burnout is that proposed by Pines and her 
colleagues (Pines & Aronson. 1988. Pines. Aronson & Kafry. 1981) who 
describe it as "a state of ph} sical. emotional and mental exhaustion caused by 
long-term involvement in situations that are emotionally demanding" (Pines & 
Aronson, 1988. p 9) Initial!)'. Pmes and her colleagues referred to the above 
as "burnout"' when applied to human ser\ace workers and as "tedium" when 
applied to nonservice occupations (Shirom. 1989) However this distinction 
does not seem entirel} appropriate and it is arguable \\hether the above offers 
an accurate characteristic of tedium In their more recent writings. Pines and 
Aronson did not distinguish between tedium and burnout 
Components of Burnout 
In the late 1970s and early 1980s systematic investigations of burnout 
led to greater commonality in definitions At that time, Maslach and her 
colleagues (Maslach. 1982. Maslach & Jackson. 1981) conceptiaalized burnout 
as having three core components emotional exhaustion, depersonalization 
and lack of personal accomplishment. Maslach's model of burnout 
characterizes emotional exhaustion as a depletion of emotional energy and a 
feeling that one's emotional resources are inadequate to deal with physical 
fatigue and cognitive '"weariness". 
The second component of burnout, according to Maslach, is a tendency 
toward depersonalization of other individuals in the work setting (e.g., clients, 
patients, or even coworkers) - that is, treatment of them as objects rather than 
people. Although this may help to reduce intense emotional arousal, which can 
interfere with functioning in crisis situations, excessive detachment from 
others can produce a callous and cynical approach to their welfare (Jackson, 
Schwab. & Schuler. 1986) 
Finally, the third component of burnout in Maslach's formulation is 
diminished personal accomplishment, characterized by a tendency to evaluate 
one's behaviour and performance negatively. As a result, the person 
experiences feelings of incompetence on the job and an inability to achieve 
performance goals 
The above three components conceptualization is the most widely 
accepted model of burnout (0' Driscoll & Cooper. 1996) partly at least 
because Maslach and her associates constructed an easy-to-use questionnaire 
(The Maslach Burnout Inventory MBI) measure the three dimensions of 
bumout. 
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More recenll}. Maslach and her colleagues (Maslach, Jackson. & 
Leilei 1996) have developed a definition and measure of burnout that is 
intended to generalize beyond service human service occupations This new 
formulation retains the original emotional exhaustion dimension, although it 
extends the sources of exhaustion beyond problems with people (especially 
clients) However, the new charactenzation substitutes cynicism for 
depersonalization and professional efficacy for personal accomplishment 
Whereas depersonalization refers specifically to relationships with other 
people, cynicism represents indifference or a "distant" attitude toward work 
generally, which may (or may not) include people encountered m the context 
of the job 'Cynicism represents dysfunctional coping m that [it] reduces 
the energy available for performing work and for developing creative solutions 
to the problems work presents'" (Leiter & Schaufeli, 1996, p 231) Like 
depersonalization, cjoiicism is expected to correlate positively with emotional 
exhaustion Finally, professional efficacy is a similar construct to personal 
accomplishment but has "a broader focus, encompassing both social and 
nonsocial aspects of occupational accomplishments and explicitly assesses 
an individual's expectations of continued effectiveness at work" (Leiter & 
Schaufeli. 1996. p 232) 
To summarize, the term burnout refers to an extreme state of 
psychological strain and depletion of energy resources arising from prolonged 
exposure to stressors that exceed the person's resources to cope, particularly 
stressors associated with human resource professions, although it may also 
develop in other occupational groups According to the prevailing view point 
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(e g , Evans and Fischer 1993 Koeske and Koeske. 1993. Lee and Ashforth 
1996), the major component of burnout is emotional exhaustion, and there has 
been considerable dispute o\er the nile of Maslach's two additional 
dimensions depersonalization (or C}'n!cism) and reduced personal 
accomplishment (or professional efficacy) 
Effects of Burnout 
A number of relevant studies conducted by a number of researchers 
indicate following effects of burnout among human professionals in different 
areas such as 
1 Burnout clearh affects the staff member's morale and psychological 
well-bemg at large 
2 It also seem to affect the qualit>' of care and treatment provided to the 
clients 
3 High rates of bumout can cause havoc m communit}' performance 
Pine (1984) highlighted following important causes of bumout in the 
light of their personal experiences 
1 Chrome distress is causal factor in bumout 
2 Bumout is real person problem 
3 Bumout IS human condition 
4 Bumout IS energy crisis 
5 Bumout affects the whole person 
12 
Other psvchologisls are also of the opinion that over commitment, 
excessive dedication and lack of awareness of one"s limitations are being 
caused through burnout 
Symptoms of Burnout 
There are five important symptoms which are often found in 
individuals 
1 The individual whose burnout is hkely to be very enthusiastic when 
first entering the organization One can become emotionally exhausted 
unless there is first an emotional commitment 
2 This leads to frustration on the part of the individual because important 
problems are not being solved 
3 Frustration may lead to apathy towards the organization 
4 Eventually the one way an individual may be able to do something 
about his or her individual burnout is through outside interference 
This interference may take the form of counselling or more likely 
leaving the situation that caused the burnout 
Stages of Burnout 
Veninga and Spradley (1981) have identfied five distinct stages of bumout 
1 Honeymoon stage 
2 Fuel shortage stage 
3 Chronic symptom stage 
13 
4 Crisis stase t>^ 
5 Hitting the wall stage 
Honeymoon Stage In the hone3'moon stage there is a euphoric feeling 
of encounter with the new job There is excitement enthusiasm pride and 
challenge Dysfunctional features emerge in two ways First the energy 
reserves are gradually depleted in coping with the demands of a challenging 
en\ ironment Second, habits and strategies for coping with stress are formed 
in this stage which is often not useful in coping wath later challenges 
Fuel Shortage Stage In this stage, there is a vague feeling of loss, 
fatigue and confusion The symptoms are job dissatisfaction, inefficiency, 
fatigue and sleep disturbances leading to escape actnities such as increased 
eating drinking smoking, future difficulties are signalled at this stage 
Chronic Symptom Stage This physiological symptoms become more 
pronounced and demand attention and help at this stage Common symptoms 
are chrome exhaustion, physical illness anger and depression A sense of 
fatigue and exhaustion overtakes the individuals 
Crisis Stage When When these feelings and physiological symptoms 
persist o\ er a period of time, the individual enters the stage of crisis One 
feels oppressed, there is heightened pessimism and self-doubling tendency 
dominates One also develops an escape mentality Peptic ulcers, tension, 
headaches, chronic backaches, high blood pressure and difficulty in 
sleeping are some of the better-known symptoms of this stage They may 
become acute 
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Hitting The Wall Stage This stage of BOSS is characterized by total 
exhaustion of one's adaptation energy which may mark the end of one s 
professional career While recovery from this stage may elude some Others 
mav be resourceful enough to tide over the crisis 
Consequences of Burnout 
Paine (1982) has observed the consequence of high level of job stress, 
personal frustration, and inadequate coping skills are probabl> increasing 
BOSS IS a debilitating psychological condition brought about by unrelieved 
work stress Four types of consequences can arise from it 
1 Depletion of energy reserves 
2 Lowered resistance to illness 
3 Increased dissatisfaction and pessimism, and 
4 Increased absenteeism and inefFioency at work 
Pines and Aronson (1988) said that BOSS is one of the extreme 
consequences of consistent job stress Burnout, in fact, has three dimensions, 
namely, physical, emotional, and mental Physical exhaustion is one 
component of burnout Individuals who are burnout report intense weariness, 
often combined with an inability to sleep In addition symptoms of low 
energy, chronic fatigue and weakness are common The second component of 
burnout is emotional exhaustion In this stage the burnout employee manifests 
feelings of depression, helplessness and hopelessness Satisfaction with job 
and life in general is reduced The third dimension of burnout is mental 
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exhaustion ihe affected emplovee shows negatne attitude towards work, 
chants and fellow-workers There is a dehumanizing aspect of these attitudes, 
where, burnout workers fail to respond to the feeling of others The negative 
attitude and dehumanizing tendency ma> spillover to famih and friends 
Characteristics of Burnout 
Burnout is stress-induced problem common among members of 
various professions such as teaching social work employee relations nursing 
and law enforcement This does not involve a specific feeling or attitude 
Physiological outcomes anchored to a specific point in time Rather burnout is 
a condition that occurs over time and is charactenzed by emotional exhaustion 
and a combination of negative attitude 
Attitudinal Characteristics of Burnout 
Attitude 
Fatalism 
Boredom 
Discontent 
Cj'nicism 
Inadequacy 
Overwork 
Description 
A feeling that you lack control over your work 
A lack of interest doing over job 
A sense of being unliappy with your job 
A tendency to undervalue the concept of your 
job and the awards received 
A feelmg of not being able to meet your 
objectne 
A feelmg of having too much to do and not 
enough time to complete it 
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Nastiness A tendenc)' to do hide or unpleasant to your 
coworkers 
Dissatisfaction A feeling that you are not feeling justly 
rewarded your efforts 
Escape A desire to give up and get away from it 
The percentage of burnout is likely higher today to promote better 
understanding of this important stress outcome Now we tnm our attention to a 
model of the burnout process and highlight relevant research and techniques 
for Its pre\ ention 
There are two paths of burnout As figure illustrates, these two paths 
ha\e a cumulative effect The first route is direct outgrowth of the 
occupational stress that we just discussed 
Traditional Work Stressors Path One 
1 Unfulfilled 
Expectations or goals 
2 Higli Pressure 
\\ orkmg condition 
3 Lack of positive y ^ Frustration 
feedback of rewards ^ Helplessness 
Stress 
Attitudinal Behaviour 
Symptoms of Burnout 
^ NegaUve attitude _ ^ Burnout 
Fatigue 
That is. traditional work related stressors produce stress, which leads to 
attitudinal and behavioural sj'mptoms that may carminatne of burnout 
Burnout does not automatically occur as a result of stress and occasionally 
symptoms of burnout Instead burnouts develop in phase and ultimately take 
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place \\hen symptoms become so severe that an individual gives up ttying to 
peifonn effectively 
Burnout develops in phase There is likely to have been identified from 
depersonalize to feeling of lack of personal accomplishment to emotional 
exhaustion 
Burnout can be accurately measured 
- The extent to which a job requires an individual to intensely work 
with others is highly related to burnout 
- Bumout IS significant!) associated with a lack of feedback Low 
job satisfaction, desire to quit ones job. impairment of interpersonal 
relationship with famih and friends, insomnia, absenteeism and 
taking more rest breaks at work 
Bumout significantly predicted mdn iduafs thoughts about quitting 
more next breaks at work 
Bumout significantly predicted individuals throughout about 
quitting and actual job leaving 
Nurses as being related to human service profession is therefore to be 
particularly susceptible to bumout The responsibihties of women especially in 
our cuHure is a ver}' traditional one they are expected to look after the home 
life ranging from cooking, cleaning to child reanng Therefore, most of the 
w omen in jobs have to integrate professional and personal life i e, home life 
because the women who work outside the home often add more duties and 
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responsibilities as the-s have to deal with demands of job and family when 
there is an mcompatibilit}' of demands between our home and work roles the 
result is some degree of home work stress (Greenhaus & Benful, 1985) Many 
are essentially holding two jobs i e , they carry the total or major 
responsibihties for traditional home making and also full time job when 
demands with m the family clash with work responsibilities the home work 
stress IS likely to spillover to other spheres of life 
Nurses are human services workers and professionals that belong to 
care-givmg environment and this is the only profession dominated so heavily 
by women They have also very few opportunities for career development 
having low wages and are over worked They are mostly given extra duties 
which are not part of their job they are also over burdened during emergencies 
at intensive care units and operation tables etc 
There are situations in which a nurse has to cater the work of about ten 
doctors (Iqbal. 1998) The nurses have no authority even a medical officer and 
a junior most doctors can easily changed a head nurse even if she is senior to 
her, but the Chief Nurse cannot hire or fire on attendant of the ward However 
women and nurses, irrespective of their salary structure, societal image / 
perceptions, status, law of authority and opportunities for career advancement, 
belongs to care-giving profession as they have to deal with patients 
Therefore, burnout is particularly relevant variable to consider when 
examining nurses As we are considering the burnout and home work, stress in 
women nurses It is believed to be useful to consider the organizational 
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sources of social support in reducing their impact, as well as buffering or 
moderating the effect of home work stress (stresses) or burnout because 
organization sources of social support has been identified as a resource that 
reduces or eliminated the negative impact of stress. 
The dominant social support hypothesis has been that it buffers the 
impact of stressors in manifestations of strain. The coworkers and 
administration are in optimal position to provide support because of their 
understanding of the stressors inherent in the workplace. Individuals who lack 
organizational sources of social support are vulnerable of the effects of stress 
and burnout. 
This stud}' investigated the difference between women nurses of 
private and government hospitals on burnout, and examined the relationship 
between job bumout and perceived organizational culture and social support. 
Job Involvement 
Since the advent of the concept of Job Involvement in 1965 it has 
gained much importance in establishing link between productivity and 
employee's needs and quality of working life. The concept of "job 
involvemenf has attracted the interest and attention of psychologists, 
managers and supervisors. Job invoh'ement refers to the degree to which a 
person is identified psychologically \\ith his /her work, on the importance of 
work in the total self image. Besides the situational variables the past 
socialization process experienced by the individual, in specific socioeconomic 
and cultural miUeu influence job involvement (Reddy & Rajasekhar, 1991). 
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Job-reiated attitudes often play a ke\ role in shaping behaviour in 
organizations These job-related attitudes tap positive or negative evaluation 
that emplo5'ees hold about aspects of their work environment There are two 
important job related attitudes The prospentN of an organization depends to 
some extent on job satisfaction and job in\ol\ement Throughout the literature 
many different terms have been used to describe job involvement, such as 
central life mterest, work-role involvement, occupational involvement and 
intrinsic motivation etc 
Meaning and Definitions of Job Involvement 
Different interpretations of job im oh ement can be broadly categorized 
into two ways the first series of definition seem to be linked with the concept 
of self-esteem Individuals have been described as job involved if they are 
important to us and their life interest Rubin (1956) perceived performance as 
central to their self-esteem (Gunn, Veroff. & Field, 1960) Vroom (1962) 
describes a person as ego-involved in a job b> the level of performance 
According to Katz and Kahn (1966) job involvement is a moderator 
variable of satisfaction and performance Weissenbarg and Gruenfeld (1968) 
think of It as a quasi indication of motivation 
Patchen (1970) considered job in\ oh ement as a convenient label 
summarizing se\eral characteristics that make the job more important and 
potentially more satisfying to the individual Lawler and Hall (1970) defined 
job mvolvement "as the degree to which a person is psychologically identified 
with his work or the importance of work in his total self image " Wollack, 
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Goodale Wijtmg and Smith (1971) consider job in\ohement as a partial 
operationalisation of the protestant ethic 
Lodahl (1964) himself had realized that dunng the process of 
socialization certain \\ork values are injected into the self of the individual that 
remains d}'namicalh actn'e even at the later stage in the form of employees 
reactions and attitudes towards job 
In the words of Lodahl and Kejner (1965) "job involvement is the 
mtemahzation of \alue about the goodness of work the importance of work m 
the worth of the person and perhaps it thus measure the case with which the 
person can be further socialized b) an organization " 
Lodahl and Kejner (1965) Manheim. (1975) and Schwart and Smith 
(1972) all seems to have a common core of meaning in that, they describe 
highly job involved person is one for whom work is ven important part of 
life, and is one who is affected ^ery much personalh by his whole job 
satisfaction, work, co-workers, compam etc On the other hand, the low 
job involved worker makes his hMng off the job. work is not an important 
part of his identity, and not greath affected by the kind of work he does or 
how well he does it Job invohement indicates the extent of people's 
identification with as ego investment in the job Job in\olved people spend 
more time on job and turn out better performance Challenging job which 
has skilled variety influences employees to get invohed with their jobs 
Similarly, people with high need for achievement and high work ethic feel 
involved in jobs A job imolved person is not necessarily happy with his 
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]obs Studies imply that job involvement can be considered as an important 
measure oforganizational effectiveness 
Ansari (1988) has realized the importance of socio-cultural 
aspects in influencing the behaviour of job involvement The values 
which are internalized by the individuals during the course of 
socialization are the major outcomes of socio-environmental influences 
if there is a positive impact of these aspects then individual gets 
committed and job involved 
Correlates of Job Involvement 
Aggarwal (1980) reported some bahavioural correlates of job 
involvement, job involved person is regular, punctual, absents himself 
only after giving prior notice, perfectionist about his work, technically 
sound, innovative, adheres to rules and regulations and mindful of 
company's interest He is a willing worker and he neither keeps his work 
pending nor incomplete The characteristics of person who have low 
involvement are just opposite 
After the pioneering work of Lodahl and Kejner (1965) a good 
number of studies have been made by the researchers to explore the 
components, correlates and behavioural consequences of job involvement 
During the last decade a substantial amount of research on the problem of 
job involvement has been carried out also by the psychologists m India 
However, a very few attempts have been made to examine the relationship 
between job related stress and job involvement These attempts to 
23 
empirically document the relationship between the two variables were 
initiated in the 1970s with modest success (Hammer & Tusi, 1974, Beehr. 
Walsh. & Talur, 1976. Madhu & Hargopal. 1980) 
In the early stage, job in\olvement was considered as one of the 
components of job satisfaction But the later researches established that 
job involvement is a separate and independent construct, though it is 
positively related with job satisfaction in most of the cases Lawler and 
Hall (1970) and Gumming and Bigelow (1976) also reported positive 
correlation between job involvement and job satisfaction 
Abel-Halim and Ahmad (1982) examined the moderating effect of 
social support on the relation of role stress with intrinsic job satisfaction 
and job involvement The resuhs indicated that there exists a negative 
relationship between role stress and job involvement It was also noted 
that social support markedly moderates the adverse effect of role stress on 
job involvement 
In an extensive study, Sn\asta\a (1990) examined the relationship 
between occupational stress and job invohement of the employees working m 
pubhc and private sector organizations 
Causes of Job Involvement 
Bass (1965) viewed thatjob invohement is determined by the piesence 
of six conditions such as 
1 A greater opportunity of making j ob decision 
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2 The feeling that one is making important contribution to organization 
3 An experience of personal success 
4 Personal achievement 
5 Self-determination and 
6 Personal autonomy m matters of setting one's own work pace 
Lewis and Franklin (1944) demonstrated that individuals become 
involved in their work even m the artificial context of a laboratory Since that 
time empirical investigations of ego imohement in the job have appeared in 
the psychological literature with increasing frequency Although the construct 
have been measured m a variety of wa\s 
Rabinowitz and Hall (1977) suggested that progress has been made in 
our quest to understand workers who are psychologically involved in their 
jobs After describing the "conceptual confusion and proliferation of terms" 
that have plagued definitions of job ln^  oh ement these reviewers identified 
two classes of definitions that guided past researches 
(a) Job involvement as a performance, self-esteem, contingency and 
(b) Job involvement as a component of self-image 
Further Rabinowitz and Hall (1977) specified three theoretical 
perspectives 
(a) Job involvement as an individual difference variable 
(b) Job involvement as a function of the situation and 
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(c) Job invoh ement as an individual situation interaction 
The conclusions which are based primarily on reported bivariate 
correlations They are as follows 
1 Job involvement is related to three classes of working variables 
personal characteristics situational characteristics and work outcomes 
No one class of variables shows clearly stronger relationship m job 
involvement than am other 
2 Job involvement is quite stable 
3 Much of the variance in job m\ olvement remajns unexplained 
4 The data are more constant with the "importance of work" definition of 
job involvement than with the "extent to which performance affects 
self-esteem" definition 
5 Job involvement seem to be a 'feedback vanable". both a cause and an 
effect of job behaviour 
6 Personal and situational vanables have independent effects on 
involvement 
7 Situational variables seem to have more effect on the attitudes of low 
job involved persons than on highly job involved person 
As Rabinowitz and Hall acknowledged, multivariate studies are 
necessary for investigating such relationship 
Rabinowitz, Hall, and Goodale (1977) used stepwise multiple 
regression analysis to determine whether job involvement variance can 
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betler be explained b\ combination of individual variables (age. ability to 
lea\e the organization, relevant education, and perceived perception in 
decision making) or a combination of organizational variables 
(participatory leadership, role ambiguity, and task repetitiveness) Both 
combinations accounted for about the same amount of job involvement 
^arlance (approximately 33%) Schuler also stated that the inclusion of 
additional individual (seniority, education level, relevant work experience, 
and authoritarianism) and organizational (task independence, organization 
\e\ el. and role conflict) indicator able resulted only in trivalent increase in 
the percentage of job invohement variance explained less than 2% 
The concept of job involvement seems to have been assigned to the 
rank of "extremely useful but loosely defmes" higher order construct along 
\Mth such other as alienation, anomie. and culture As the number of job 
ln^ oh'ement researchers has grown, so have the variet}' of definitions of the 
concept or functions of it Despite the potential importance of job involvement 
as a concept, it has been inadequately defined, poorly measured and subjected 
to a very limited number of investigations The concept of job involvement 
should prove useful to mam industrial and organizational psychologists and to 
the social science practitioners m industry' if it is clearly defined and if a tool 
for measuring it can be de-\ eloped 
Organizational Culture 
Organizational Cuhure has emerged as one of the crucial and 
important concepts in the field of organizational behaviour and human 
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resource management m the recent past The term "culture has a \arietv 
of meanmgs It bears meanmg synon^m with terms such as cuhnated 
"educated ' or "sophisticated which refer to civihzed or cultured The 
scientific meaning of culture refers to the total pattern of beliefs values 
and the norms of a society that governs behaviour most appropriate in 
particular group 
Organizational culture refers to a system of shared meaning held by 
members that distinguishes the organization from, other organizations This 
system of shared meanmg is, on closer examination, a set of key 
characteristics that the organization values Research has suggested that there 
are seven primary charactenstics, in aggregate, capture the essence of an 
organization's culture 
'&" 
1 Innovation and Risk Taking - The degree to which employers are 
encouraged to be innovative and take nsk 
•*ti^ 
2 Attention to detail - The degree to which employees are expected to 
exhibit precision, analysis and take risk 
3 Outcomes Orientation - The degree to which manager focuses on 
results or outcomes rather than on the techniques and process used to 
achieve these outcomes 
4 People Orientation - The degree to which management take decisions 
into consideration the effect of outcomes on people with m the 
organization 
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5 Team Orientation - The degree to which work activities are organized 
around teams rather than indn iduals 
6 Aggres'iivenes'i - The degree to which people are aggressive and 
competitive rather than eas\' going 
7 Stability - The degree to which organizational activities emphasize 
maintaining the status quo in contrast to growlh 
Each of these characteristics exists on a continuum from low to high 
Appraising the organization on these se\en characteristics, then gives a 
composite picture of the standing that members ha\e about the organization, 
how things are done, and the way members are supposed to beha\ e 
Robms (1994) descnbes the fact that there are ten primary 
characteristics that in a nutshell, capture the essence of an organizational 
culture These characteristics have been highlighted by him that follows -
member identity, group emphasis, people focus, unit integration, control risk 
tolerance, reward criteria, conflict tolerance, means end orientation and open 
system Robbms had derived these characteristics from the work of Hofstede 
et al (1990) and O'Reilly III (1991) Similarly Luthans (1995) has also 
highlighted the important characteristics of organizational culture These are 
behavioural observed regularities, noims. dominant values, philosophy, rules 
and organizational climate In the light of these characteristics it is imperative 
to point out that organizational culture is a pattern of basic assumption that are 
taught to new personnel or emploj'ees as the way to perceive, think and act in 
the situation they are confronted with 
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What Does Culture Do? 
Organizational Culture certainly affects the working employees In this 
section we reviewed carefully the functions that culture performs and assess 
whether culture can be a liability or asset for an organization 
Organizational culture is one of the framework or part of the 
environment Though culture, as derived from Anthropology, has been defined 
in so man\ ways and therefore, it includes a variety of factors 
Organizational culture is a set of assumptions that the members of 
an organization share in common Such assumptions may be m the form 
of internally oriented characteristics like belief, values, attitudes, feelings, 
personallt^ types and so on known as abstract elements of the culture, or 
externalh oriented characteristics like products, buildings, dresses, etc 
known as material elements of the culture. Sathe (1985) has exemphfied 
some common things to demonstrate the components of organizational 
culture 
• Shared things (e g the way people dress) 
• Shared saying (e g Let's go down to work) 
• Shared actions (e g service-oriented approach) 
• Shared feeling (e g hard work is not rewarded here) 
Every organization, being a social entity, develops with it a culttiral 
system with some unique modes of behaviour These unique modes 
distinguish an organization from others 
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Definitions and Concept 
Culture IS one of the most important aspects of the identity of any 
organization Organizational culture can be defined in the following ways 
Every orgamzation has its own culture rules and regulation An 
organization culture conveys important assumptions and norms governing 
values activities and goals It tells employees how things are done and what's 
important Organizations have customs, traditions, practices and socialization 
process that endure o\ er long periods of time and that mfluence the attitudes 
and behaviours of their members 
Schem (1985) in his pioneering work defines culture as a set of 
fundamental "assumption" and ''beliefs" about reality that are shared b) a 
group of individuals and are working towards a common purpose Schem 
(1990) defined organizational culture as "(a) a pattern of basic assumptions, 
(b) invented, discovered or developed by a given group, (c) as it learns to cope 
with its problems of external adaptation and integration, (d) that has worked 
well enough to be considered v alid and therefore, (e) is to be taught to new 
members as the (f) correct way to perceive, think and feel m relation to those 
problems " 
According to Smha (1990) "Cuhure provides a comprehensive 
framework for understanding the various facets of work behaviour" In 1992 
Martin defined organizational culture and enumerated that mdividuals come 
into contact with orgamzations. dress norms, stories people tell bout what goes 
on. the organizations formal rules and procedures, its former codes of 
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behaviours, rituals, tasks, pay systems, jargon and jokes only understood by 
insiders, and so on are some of the manifestations of organizational culture 
She further added that when cultural members interpret the meanings of these 
manifestations, their perceptions, memories, beliefs, experiences and values 
usually var}' So. interpretations of culture mil xai)' depending upon the 
situations and the perception of employees towards these conditions and 
situations 
According to Robbins (2000) ''Culture refers to a system of shared 
meaning held bv the members that distinguishes organization from other 
organizations 
According to Heinz and Koontz (2001) "culture is the general pattem 
of behaviour shared, belief and values that members have in common, culture 
can be inferred from what people say. do. think \\ithin an organizational 
setting"" 
Organizational culture represents a common perception shared by the 
organizational members Individuals with different backgrounds or at different 
levels m the organization lead to describe the organizations culture in similar 
terms Culture creates the wide ranging context m which organizations 
operate It provides the complex social system of laws, values and customs in 
which organizational behaviour occurs 
Organizational culture is the set of assumptions, beliefs. ^ alues and 
norms that are shared by organizations members. It represents a key element 
of the work environment in which employees perform their job This idea of 
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an organizational culture is somewhat intangible for we cannot see it or touch 
It but it IS present and pervasive like air in a room Because it is a dynamic 
system concept culture is also affected by almost everything that occurs within 
an organization Culture helps stimulate employee enthusiasm for their task 
Culture, attract attention convey a vision and typically honour high producing 
and creative individual hero"s 
The various terms used in the context of organizational culture are 
values, ethics, beliefs, ethos, chmate. and environment Ethics refers to 
normative aspects to what is socially desirable Values and beliefs affect 
attitude formation and then produce norms 
Attitudes = Beliefs x Values 
Values and beliefs are the core, while attitudes are the next layer, 
followed by norms or behaviour When these get institutionalized, or 
when they accumulate and integrate, we have a social phenomena 
(Pareek. 1997) 
According to Pareek (1997). the culture-related concepts can also be 
seen as multi-level concepts The core (first level) is the values, which give 
a distinct identitv to a group This is the ethos of the group The Random 
House Dictionary defines ethos as "the fundamental character or spirit of a 
culture 
The second level concept is climate, which can be defined as the 
perceived attnbutes of an organization and its subsystem as reflected in the 
way it deals with its memhers. groups and issues 
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The third level concept related to atmosphere, the effect of climate 
The Random House Dictionary defines atmosphere as a '"distinct quality" and 
environment as " affecting the existence or development of someone or 
something "' The concept of atmosphere can be proposed as one related to the 
effect of the climate 
Culture can be though of as having three levels The tangible aspects of 
a culture things you can see, hear, smell, taste or touch is artifacts or 
manifestations of underlying values and assumptions that a group of people 
share The structure of these elements is like that of an iceberg Artifacts are 
what you can see but what you can see is only a small fi action of what is 
there and what you cannot see - the values and assumptions are what can sink 
your ship if you mistakenly run into them 
Organizational culture is broadl) conceptiaalized as an internal 
variable As an internal variable, it has been defined numerously by a number 
of researchers basically to suit their research interests and objectives It has 
also been described as a set of assumptions (Schein, 1986). beliefs and norms 
of behaviour (Pettmgrew, 1979). rituals and ceremonies (Detal & Kenedy, 
1982. Trice & Beyer. 1984) shared managerial practices (Hofstede, 1998). 
ideologies and behefs (Bate, 1984. Bro\\'n, 1998. Pascle & Athos. 1981) 
shared values (O'Reilly et al. 1991, Posner & Schmidt, 1992, Sheridan, 
1992). myths (Myer & Rowan. 1977), symbols (Dandndye et al, 1980) Some 
of the earliest references to the concept of culture as an internal organization 
'^arlable are also found in the literature given by some other researchers (e g. 
Harnson. 1972) 
34 
Functions of the Organizational Culture to" 
Organization functions wilhm the cultural system of the society in 
which it IS located (Longenecker & Pringle 1981) The way the organization 
functions is affected not only by the powers of managers but also by 
underlying cultural forces The culture regulates the way m which 
organizational members perform their work and even the way m which 
managers build relations and exercise po\ver Oiganizational culture is a 
pioduct of leadership styles, organizational policies, practices, systems, 
traditions, conventions etc over a period of time, these aspects become a way 
of life m an organization The sum total of all these component constitute 
orgamzation's culture (Bate. 1984) 
Organizational cuhure has been significantly important from the very 
beginning of the break-through of the approaches of organizational behaviour 
which is evident from the wntings of Morey and Luthans (1987) who stated 
that "the culture has been a mainsta}' in the field of anthropology from its 
beginning and even was given attention in the early development of 
orgamzational behaviour " 
Culture performs several functions withm an organization First, it has 
a boundary-defined role, that is it creates distinctions between one 
organization and other Second, it conveys a sense of identity for organization 
members Third, culture facilitates the generation of commitment to something 
larger than one's individual self interest Fourth, it advances social system 
stability Culture is the social glue that helps hold the organization together by 
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providing appropriate standards for what employees should say and do 
Finally culture serves as a sense making and control mechanism that guides 
and shapes the attitude and behaviour of the employees Culture defines the 
rules of the game 
Culture as a liability 
We are treating culture in a nonjudgmental manner We have not 
said that it is good or bad, only that it exists Many of its function, as 
outlined here are viable for both the organization and the employee 
Culture enhances organizational commitment and increase the consistency 
of employee behaviour These are clearly benefits to an organization 
From an employee's standpoint, culture is valuable because it reduces 
ambiguity It tells employees how things are done and what's important 
But we shouldn't ignore the potentially dysfunctional culture especially of 
a strong culture 
Culture IS a liability when the shared values do not agree with those 
that will further enhance the organization's effectiveness This situation is 
most likely to occur when the organization's environment is dynamic When 
the environment is undergomg rapid change, the organizations entrenched 
Culture may no longer be appropnate Consistency of behaviour is an asset to 
an organization m a stable environment It may, however, burden the 
organization and hinder its abihty to respond to change m the environment 
Strong versus Weak Cultures 
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It has become increasingl)' popular to differentiate between strong and 
weak cultures A strong culture is characterized by the organization's core 
values being both intensively held and widely shared The more members who 
accept the core values and the greater their commitment to these values, the 
stronger the culture is Consistent with this definition, a strong culture will 
have a greater influence on the behaviour of its members because the high 
degree of sharedness and intensity creates an internal climate of high 
behavioural control For example, Seatle-based Nordstrom has developed one 
of the stronger service cultures m the retailing industr}' 
A strong culture demonstrates high agreement among members about 
what the organization stands for Such unanimit}' of purpose builds cohesiveness, 
loyalty and organization commitment These qualities that culture perform and 
assess whether culture can be a hability for an organization 
The content and strength of a culture influences organization's ethical 
climate and the ethical behaviour of its members A strong organizational 
culture will exert more influence on employees than a weak one If the culture 
IS strong and supports high ethical standards, it should have a very powerful 
and positive influence on employee s behaviour 
Although, studies on organizational culture have been increasing but 
there is no agreement on the concept and definition of culture, it is because of 
the complex socio-environmental networking Culture related concepts 
(climate, environment, atmosphere, ethos etc) have been used 
interchangeably, although an attempt has been made to delmeate some of 
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them Culture can be defined as the cumulative beliefs, \alues. and 
assumptions. underl3'ing transaction with nature and important phenomenon 
(e g, collectively, environment, context, time, biological differences, power 
etc ) Culture is reflected in the artifact-rituals, design of space, furniture, and 
ways of dealing with various phenomenons Distribution and concentration of 
power may be one basis of classifying culture From this angle, organizational 
culture can be of four types feudal, bureaucratic, technocratic and 
entrepreneurial or organic 
SOCIAL SUPPORT 
Brief History 
The belief m the potential of social support to decrease stress and 
enhance copmg has been widely supported m both the professional and lay 
literature During the past three decades no other coping resource has received 
such widespread attention In fact, two reviews of stress and coping research 
m Nursing Literature from 1980 to 1990 (Artinian. 1993 b) and from 1991 to 
1995 Ruiz Buenv Underwood, in press) are worth for mentioning 
The prevalence of both lay and professional support groups for all 
manner of health and social challenges attests to an mherent belief m the 
positive difference This factor can make often, however, research findings 
appear equivocal Explanations frequently on lack of consistent 
conceptualizations use of different measurement tools, often without sufficient 
psychometric strength, and lack of clanty about the theoretical underpinnings 
and the role that social support plays (Artinian. 1993b, Stewart and Tilden, 
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1995) Major tools to measure social support are compared, and research m 
nursmg and related disciplines is leMewed 
The attention to the role of social integration in health and well-being 
began as early as m 1897 with Durkeheim"s (1938, 1897/1951) study linking 
suicide rates to decreased social ties As a result of increasing industnalization 
and urbanization m the 1920s attention was dra\vn to the negatne effects of 
disruption of social networks and the loss of social integration (McKenzie, 
1926. Park & Burgess. 1926, Thomas & Znamecki, 1920) 
The concept of social support began to receive major attention in the 
1970s, principally through the \\ork of Antonovsky (1974, 1979), Caplan 
(1974) Cassel (1974. 1976). Cobb (1976) Kaplan, Cassel & Gore. 1974. and 
Weiss (1974) and as they began to examine factors that could ameliorate the 
effects of negative life events 
In the 1980s, many researchers turned their attention towards the 
conceptualization of social support and examination of the aspects that made a 
difference in coping with stress 
Kahn and Autonucci (1980) were particularly interested in the role of 
social networks, whereas House (1981) examined the role of social support in 
coping with work stress and the saliency of various form of support Wortman 
(1984) was also interested in the components of social support that made a 
difference, particularly in coping with stressors such as cancer patients 
(Dunkel-Schetter & Wortman, 1982) 
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An inherent belief in the efficacy of support groups rather than a strong 
research base spurred their proHferation by both professionals and the public 
throughout the 1980s - a trend that has continued. Some researchers have 
examined the role of support groups more systematically for naturally 
occurring events such as bereavement (Stroebe, Stroebe. Abakoumkin, & 
Schurt, 1996) and unnatural events such as rape (Coates & Winston, 1983). 
Although nursing scientists were also interested in the potential of 
social support to promote postoperative recovery (Eisler, Wolfer & Diers, 
1972) and coping with birth compHcations (Nuckolls, Cassel, & Kaplan, 
1972), it was not until the 1980s that programs of research began, most 
notably with Brandt and Weinert (Brandt and Weinert, 1981; Weinert, 1984, 
1988, Weinert & Brandt, 1987), Norbeck (Norbeck & Anderson, 1989), and 
Tilden (1983, 1984; Tilden & Gaylen, 1987), leading to the development of 
instrument to measure social support. In the 1990s Artinian (1991, 1992, 
1993a), Graydon (Graydon & Ross, 1995) and Stewart (Hirth & Stewart, 
1994; Stewart, Hart, & Mann, 1995; Stewart, Ritchi, McGrath, Thompson & 
Bruce, 1994) evidenced sustained research in the area of social support. The 
majorit}' of researches, however, incorporated social support as a critical 
variable in isolated studies examining the health outcomes (Coffman, Levitt & 
Deets, 1990; Ferketich & Mercer, 1990; Mc Nett, 1987; Yarcheski 8L Mohan, 
1989). 
Jalowiec (1993) included social support as a component of her studies 
that focused on the development of an instrument to assess coping, she 
suggested that the type of support used might affects the outcomes. Other 
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researchers began to examine the l^ pe of support needed in different situations 
and how needs might change during the course of an illness Nyamathi (1987) 
for example found that emotional support is needed in dealing with the 
diagnosis of chronic illness whereas more tangible help is important as the 
illness progressed 
According to Vaux (1988) social support has been viewed as a meta 
construct composed by many theoretical sub construct Cobb (1976) 
observe people with social support believes that they are loved and cared 
for esteemed, valued and a part of social network Kahn (1979), Kahn and 
Autonucci (1980) believes that seems to be a mulitidimensional construct 
which not only represents social relationship of the recipient but also his 
self-esteem in their own social order as if he is capable of mastering the 
environment 
Types of Social Support 
Cohen and Mckay (1984), Cohen and Willis (1985), Cutrona and 
Russell (1990) House (1984), Schafer et al. (1981), Wells (1984) have 
suggested that there are fn e types of social support They are 
1 Emotional Support 
2 Esteem Support 
3 Tangible or instrumental support and functional support 
4 Informational support 
5 Network support or struchu al support 
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Emotional Support It in\ oh es the expression of sympath\. caring and 
concern toward the person It provides the person with a sense of comfort 
reassurance, belongingness and of being lo\ed in terms of stress 
Esteem Support Esteem support occurs through peoples expression of 
positive regard for the person encouragement and agreement with the 
individuals ideas or feehng. and positive comparison of the person with others 
such as people who are less able or worse off This kind of support builds the 
individuals feeling of self v>ork competence, and of being ^alued It is 
especially, useful during the appraisal of stress, such as when the person 
assesses whether the demands exceed her or his personal resources 
Tangible or Instrumental Support or Functional Support This type 
of support involves direct assistance, as when people give the person money or 
help at the times of stress 
Infornmtional Support Informational support includes gu ing advice, 
directions, suggestions or feedback about how the person is doing For 
example, a person when he is ill might get information from family or a 
physician on how to treat the illness 
Nettvork Support or Structural Support It provides a feeling of 
membership in a group of people who share interests and social activities In 
the recent literature, social support has been classified into two different 
categories 
1. Perceived Support: It generally refers to the psychological sense of 
support denved feeling loved, valued, and part of a network or reliable and 
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trusted social relationship (Gottlieb 1985) It is more stable over time because 
It IS not context dependent 
2. Received Support: It represents concrete instance of helping denved 
from one s social network With this help in provisions usually being categorized 
an emotional support instrumental suppoit appraisal support, and informational 
support (House &Kahn, 1985) Authors have used the term "macted support in 
the place ofrecened support (Barrera 1986 Tardy, 1985) 
The tj'pes of support a person received and needs depend on the 
stressful e\ ents For example, instrumental or structural support may be more 
important for people who are seriously ill 
Weiss (1974) specified six dimensions attachment, social integration, 
nurturance. reassurance of worth and reliable alliance with km Early on 
Gottlieb (1978) added elements of physical intervention to the 
conceptualization of social support 
Kahn (1979) and Kahn and Autonucci (1980) delineated three forms of 
social support aid (direct assistance - things, money, and information), affects 
(expression of caring respect, and love) and affirmation (acknowledgement 
of the appropriateness or rightness of acts or statements). Norbeck (1981 
1984) used these dimensions m her research 
Wortman (1984) and Underwood (1986) added the form of listening 
Barrera (1986) extended the work of Gottlieb and proposed conceptualization 
that incorporated six elements with notable similarities those of House (1981) 
material aid. ph\'sical assistance, intimate interaction, guidance, feedback, and 
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social participation Hmds and Moyer (1997) identified three forms of social 
support being there (physically, emotionally, and spiritually), gn ing help, and 
giving information and advice These findings help deductnely derived 
conceptualizations 
Sources of Support 
There is evidence that differences in the benefit of social support are 
perceived on the basis of categories of provider (Carveth & Gottlieb, 1979. 
Dunkel-Schetter, 1981, Ledemian, Lederman. Work & Mc Cann, 1979, 
Underwood, 1986) sources of support, however, may be viewed differentially 
with respect to the forms of support they are able to provide Support from 
family and friends may be valued, but they may not be the best resources for 
information needed to facihtate effective coping m a gnen situation 
Therefore, professional sources may at times play a more prominent role The 
degree to which professional support is valued, sought out. and used may also 
be a function of culture For example, middle class Euro/Caucasian American 
child beanng women frequently turn to professional and semi-professional 
sources of support dealing with the challenges of childbearing (Underwood, 
1986), whereas Latinos may prefer family and lay sources of support 
Vaux and Harrison (1985) noted that social support \aned across 
subgroups of the population To date, the socio-cultural and socioeconomic 
influences on preferred sources of support have received insufficient attention 
Conceptualization of social support that mcorporate the dimension of network 
more frequently reflect their structural as opposed to functional properties 
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Effects of Social Support 
The main effect of social support proposes (hat there is a direct 
relationship between social support and outcomes variables such as well 
being The mam effects of social support have been supported in many studies 
For example Hatchett. Friend, Symister and Wadhva (1997) studied 42 end-
stage renal disease patients The inventor)' of socially supportive behaviours 
(Barrera. Sandler & Ramsay, 1981) was used to measure the exchange of four 
forms of social support (emotional, instrumental, appraisal and informal) 
They found that increased perceived social support from family correlated 
With decreased hopelessness (r = - 0 25. p < 0 05) Increased perceived social 
from the medical staff \\ as correlated with increases in optimism (r = 0 27, p < 
0 05) 
Social Support: Health and Well being 
Researches have proposed two theories - the "buffering and direct 
effect" hypothesis to explain the influence of social support on health and 
w ell-bemg Studies have found evidence consistent with both theories (Cohen 
& Wills. 1985. Thoits. 1982, Wartman & Dunkel-Schetter, 1987) 
Buffering Hypothesis According to this hypothesis, social support 
affects health b} protecting the person agamst these negative effects of high 
stress This hypothesis states that protective function is effective only when 
the person encounters a strong stressor under low stress conditions, little or no 
buffering occurs Cohen and Wills (1985) suggested that there are at least two 
ways of the buffering process One way involves the process of cognitn'e 
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appraisal, when people encounter a strong stressor, such as a major financial 
crisis, those individuals with high social support may expect that someone 
they know can and will help such as by providing the needed money going 
advice on how to get it As a result they judge that they can meet the demands 
and decide that the situation is not '^ery stressful Social support can buffer the 
effects of stress by modifying people's to a stressor after they have appraised 
the situation as stressful For example, people with high social support might 
have someone to provide a solution to the problem, convince them that the 
problem is not very important, or cheer them on to "look on the bright side or 
count their blessing"' People with little social support are much less likely to 
have any of these ad\antages to the negative impact of the stress is greater for 
them than those with high level of support 
Direct Effect Hypothesis This hypothesis maintains that social support 
IS beneficial to health and well-being regardless of the amount of stress people 
experience According to this hypothesis, the beneficial effects of social 
support are similar under high and low stressor mtensities There is several 
ways by which direct effects may work (Cohen and Wills, 1985, Wortman & 
Dunkel-Schetter. 1987) For instance, people with high level of social support 
may have a greater sense of belongmgness and self-esteem than those with 
little support The positive effects of this hypothesis could be beneficial to 
health independently of stress experiences, such as making individuals more 
resistant to infection High level of support may also encourage people to lead 
more healthful hfestyles than low social support people High social support 
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people mav feel that others care about them and need them They do exercise, 
eat well and seek medical attention before a problem become serious 
Observation in a vanety of settings led to the idea that social support (a) 
Contnbutes to positive adjustment and personal de\eIopment and increased well-
being in general (Brenda et al. 1980. Cohen & Wills. 1985) and (b) provides a 
buffer against the psychological consequences of exposure to stressful life events 
(Cohen & Syme, 1985. Cohen & Wills. 1985. Kessler & Mcleod, 1985) 
Researchers in the area of social support ha\ e found common themes 
related to the perception of outcomes of interaction between people In this 
view there are five outcomes constituting social support 
i) The perception of a positive emotion towards oneself from another, 
ii) Encouragement by another person to express ones beliefs or feelings in 
a non-threatening environment 
111) Having one person agree with ones beliefs or feelings 
iv) The receipt if needed good services and 
v) Confirmation that others will be there when needed The perception of 
social support services, an important function, is maintaining a positive 
sense of well-being by enabling one to cope with and adapt to stress It 
has been shown to have a positive effect on ph}'sical as well as on 
mental health 
Social support can influence our health by making us less likely to 
experience negative emotions (Cohen. 1988) A strong social support network 
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promotes positive mood aiid emotions enhance self-esteem and increases 
feelings of personal control Relationships are the basis of social support One 
of the main sources of happiness and mental and physical health Berkman 
and S>me (1979) found that the presence of intimate ties with friends and 
relati\es are strongly related to low mortality rates and people who lacked 
community ties had considerabK higher death rates than people with extensive 
social contacts However, they also found that deficits m famil> 's friendship 
ties were more strongly related to mortalit>' than were deficits in more geneial 
community ties Implicit in such findings gives the idea that intimate t}'pe of 
relationship (such as with friends and family) were the greatest sources of 
support 
Research in Nurses 
Social support researchers haAC tended to focus on patients or population 
groups coping with identified problems The assessment of modifiers and 
mediators of burnout among nurses is one area m which there is considerable 
research focused on professionals as they carry out their roles Daquette. Keroua, 
Sandhu. and Beaudet (1994) conducted a thorou^ review of the literature in 
relation to burnout among nurses The> located eight studies that focused on the 
influence of social support (Constable & Russell, 1986, Dick, 1986 Duxbur}. 
Armstrong Drew & Henl\. 1984. Hale.y. 1986. Hare. Pratt. & Andrews. 1988 
Mallett. 1988. Mickschel. 1984. Paredes, 1982) It was found that these studies 
used a consistent measure of bumout. the Maslach Bumout index developed by 
Maslach and Jackson (1981) The same was not true for social support Again, 
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differenl tool were used All studies consistently found a negative relationship 
betA\een social support and burnout 
Ihlenfeld (1996) examined the level of support that staff nurse (N=24) 
nursing faculty (N-107) and home health nurses (N=128) received from their 
administrators with m the staff nurses Faculty members reported receiving 
little support from their Deans or Chairpersons but did not state that they 
wanted more support In all these studies, significant negative relationship was 
found The consistency of such findings suggest that it may be very cost-
effective nursing administrators to give conscious attention to provision of 
support decrease bumout increased among staff 
Need of the Present Study 
A major assumption in most of the bumout literature is that bumout 
emerges predominanth m care gnmg and / or people-onented roles, such as 
nursing, social work, teaching and policing The present stud} investigated 
bumout in relation to percen'ed organizational culture and social support 
among nurses of private and government hospitals 
Despite researcher's interest in personality, attitudinal and behavioural 
correlates of bumout and job UIA oh ement. the predominant research focus has 
been on job-related and organizational factors, particularly because their 
relationship Vvith bumout and job in\ olvement may be more directl}' assessed and 
because of the more obvious implications for interventions to reduce bumout 
levels and increased job involvement Empmcal research on the relationship 
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between job burnout and perceived organizational culture and relationship 
between job mvoh ement and perceived organizational culture did not exist 
In view of the unprecedented pace of social and organizational change, 
dearth of studies available in India on job involvement, the investigator has 
endeavoured to study the job involvement in relation to perceived 
organizational culture and social support among nurses of private and 
government hospitals Need of the present study emerged also from the 
realization of the fact that job involvement depends much upon the 
organizational culture and social support network of the organization and 
employees Job ln '^olvement of the nurses is a motivating force m relation to 
patients and doctors Therefore the present investigator feels that there is a 
need for complete understanding of the job involvement and its correlates 
Another observation was that the rapid socio-cultural changes and 
pressures from organizations and family enhance the level of job bumout of 
nurses Thus, in the present study an endeavour has been made to examine the 
relation of job bumout with perceived organizational culture and social 
support The concept of job bumout is still unexplored Hence, in the present 
investigation, an attempt in this direction has been made 
In the present study, the sample under study was nurses from the 
private and govemment hospitals This deliberate choice for the nurses was 
made mainly because, in any type of hospital, the responsibility of canng of 
the patients much depends on the nurses 
Chapter Two 
REVIEW OF RELEVANT STUDIES 
Interest m the organizational and social variables and their relationship 
has reached not onl^  in psychology but also in nursing The extensive attention is 
given to the organizatonal vanables - job satisfaction, job involvement, job 
motivation organizational climate, self-efficacy, organizational role stress job 
bumout, occupatonal stress, etc in the penodical literature for psychology and 
nuT'sing Literature on organizational culture, job bumout and job involvement 
increases exponentially 
The role of organizational vanables (i e, organizational culture job 
bumout, and job involvement) and social vanable (i e , social support) in 
psychology and nursing field is a broad one This has resulted in an unevenness 
and lack of systematic development Nonetheless. I believe there is much to be 
gained through explonng the role of organizational and social vanables in the 
sample of nurses An attempt has been made to synthesize organizational culture, 
job involvement job bumout and social support findings of the past 20 years 
Everj' attempt has been made to present a balance between theoretical 
development research, measurement and implications for nursing practice and to 
cntically analyse the findings of research studies 
Job Burnout 
Bumout is a phenomenon of the psychological concept A lot of 
studies have been carried out to understand the concept of bumout especially 
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m human service professionals and the resuH re\ eal the burnout appears to be 
a response to interpersonal stressors on the job in which an overload of 
contact with people result change in attitude and behaviour towards them 
Savicki and Cooley (1983) identify and explain many pitfalls and 
sources of error m developing theory and research about burnout Suggestions 
are made for further investigation in the area of individual characteristics and 
their interaction with the bumout phenomena Longitudinal and carefulK 
controlled studies are considered the most likely approaches to yield social 
information for practitioners 
Satisfaction and bumout of staff nurses m each of the leadership stsle 
group were then compared The Head Nurse Leadership St>'le (HNCS) 
classifications of low consideration/ high structure were most deviant HNCS 
structure itself had no relationship with satisfaction and bumout it had effects 
m combination with consideration 
Riggar. Gamer, and Hofir (1984) provides a compendium of citations / 
references dealing with bumout and its related manifestations in rehabilitation 
personnel Personal and organizational coping strategies are detained 
Organizational cun'es for bumout involve performs standards, involvements, 
tasks, training expectations / job definitions / roles / conflict - resolution 
management / supervision shanng / communication and rest 
Duxbury, Armstrong. Drew, and Henly (1984) attempted to studs the 
relationship of Head Nurse Leadership style (HWCS) with self-report staff 
nurse bumout and job satisfaction In neonatal intensive care units (NICUS) 
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staff nurse satisfaction and burnout were related Head nurse consideration 
was clear!} related to staff nurse satisfaction and to a lesser extent burnout 
Aggregate perceptions of HNCS were ranked across NICUS to classify the 
head nurse on consideration and structure The 14 head nurses were separated 
in to 4 groups 
Brace and Ingersoll (1984) examined an overview of the orientation 
program and critical care component of a special bum unit combined with a 
plastic surgery unit at a hospital The critical care module includes 
independent study, a fiill day of critical care classes and rotation to the surgical 
intensive care unit for practical experience It is contended that regularly 
scheduled critical care classes help to maintain the desired le\ el of clinical 
competency 
Mar, and Linda (1984) admimstered the Maslach Burnout Inventory on 
40 personnel to examine the component of burnout among those who work 
with the terminally ill Although the overall level of burnout among subjects 
has low burnout was higher among subjects with high educational level, long 
tenure, and full time status Subjects based m home health agencies rather than 
in hospital based on free standing hospices reported the highest emotional 
exhaustion and depersonalization and the lowest personal accomplishments 
Blastun, Keith and Virginia (1985-86) identified sources and indicators 
of burnout Results confirm that the construct is multidimensional m nature 
The concept of burnout is a unidimensional and is madequate and may lead to 
contradictory findings in research employing this conception 
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Pagel and Wildman (1986) studied the relationship between personal 
and job-related variables and burnout for approximate!}' 74 female pediatric 
nurses emplo3'ed in acute care setting It was found that nurses showed 
evidence of burnout Suggestions are offered to increase the positive job 
factors that the nurses stated 
Laura and Madras (1986) discusses means of dealing with job stress 
and burnout among nurses and other worker m shelter for women who are 
victims of domestic violence Results show that they think of their work as 
"only a job" Initially, there are reports of tension, fatigue and irritability, than 
feelings of ineffectiveness and frustration occurs and than intolerable and 
emotional exhaustion - burnout sets in 
Nowack (1987) investigated the effects of health habits and type of 
behaviour or psychological health outcomes m the face of daily life and 
stress Measure of the experience of life stress and health habits Type A 
behaviour, job bumout and psychological distress were collected for 146 
employees at a universit)' medical center Result shows that Type A 
behaviour, but not life stress on health habits directly affected both job 
bumout and psychological distress 
The study conducted b> Dewe (1987) identified 5 potential sources of 
stress Results indicated the difficulties and conflicts inherent in the nurses 
role the multidimensional nature of the different stressors, aspects of the work 
environment that give nse to different stressors, and the relationship among 
stressors 
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Hare Pratt, and Andrews (1988) investigated interpersonal and 
situational factors expected to contnbute to 6 dimensions of burnout among 
312 professional and paraprofessional nurses working in acute and long care 
health facilities Results showed the work relationship and tension releasing 
and instrumental problem-focussed coping were the most powerful predictors 
of burnout is both an organizational and a personal problem 
Tofs (1989) imestigated personality hardiness, occupational stress and 
bumcut in 100 critical care nurses aged 23-59 years Findmgs provides partial 
support for the hypothesis that greater hardiness would be associated with less 
stress and burnout Support uas not found for the hypothesis that greater stress 
would be linked with greater bumout 
Sherley and Lois (1989) addressed the need for a better 
understanding of the stress of female military' nursing experience m 
Vietnam Results shows that nurses experience prior to their assignment 
were found to be more at risk for such negative outcomes as difficulty in 
establishing personal relationship and difficulty in copmg with stressful 
stress experience, career dissatisfaction data, and health problems of 
military nurses and their children are reported 
Mc Grath and Boere (1989) investigated the effects of stress m 171 
nurses by administering the General Health Questionnaire and the Maslach 
Bumout Inventor}' The results show direct contact with patients and their 
emotional demands caused more stress, while the hospital based subjects 
found professional contact and control imposed on patients, more stressful 
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Baglioni, Cooper, and Hingle\- (1989) examined' the effect of 
occupational stressors (OSS) coping strategies and type A behaviour on job 
satisfaction (JS) and mental health in 475 female nurses. Results shows that 
stress associated with career issues, in particular negatively influenced 
subjects coping techniques. 
Bennet, Mitchies, and Kippax (1991) examined burnout and associated 
factors in 32nurses in a treatment for patients with AIDS subjects age 21 -51 years.. 
Results showed that stressful areas did not influence bumout sources. Subjects 
who had worked in a particular unit for greater length of hme were more likely to 
suffer bumout and age significantly influenced bumout. 
Anderson (1991) conducted a study on 42 nurses. They completed 
questionnaires on nursing stress, role conflict and ambiguity, bumout, 
absenteeism and support. Resuhs shows that nurses who were more centrally 
located were able to mobihze both type of support in coping with stress. The 
nurses position in the network, howe^'er, may be affected by the role that 
supervisors play in providing support as well as the group composition. 
Kandolin and Irja (1993) investigated bumout and psychological stress in 
124 mental health nurses and 102 nurses of mentally healthy nurses and 
handicapped persons. Half of the nurses were women, 52% were 5 shift works, 
and the rest worked in 2 shifts. Results show that female nurses in 3 shift work 
reported more stress symptoms and had ceased to enjoy their work more often 
than women in 2 shift work. Occupational demands and passive stress coping, 
strategies also contributed to the experience of bumout and stress. 
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Marquis (1993) examined bumout among caregivers of the terminally 
ill. Results show that identifying and coping with caregiver bumout 
throughout the spectrum of individual's relationship and modes of death. 
Descamp and Thorns (1993) examined the effects of fun in work on the 
relationship between job stressors and strains for 72 nurses aged 22-59 years. 
Results indicated that high levels of APP reduced the strength of the 
relationship between level of stress and there was no support for a stress strain 
buffering effect of gaming and the use of human at work. 
Thompson, Sandre and Cooper (1993) assessed the contribution of 
elements of Scarver and Schiers (1992) self control model of stress to the 
prediction of occupational stress in 74 psychiatric nurses. Result showed an 
expected contribution to an emotional exhaustion - depersonalization 
canonical variate of the stress model. Level of only positive affectively and 
private self focus made a notable contribution of explanation of variance on 
the models diminished accomplishment can onicial variate. 
Carrigan, Patrick, Paul, Bucian and Brett et al., (1994) investigated the 
relationship between state anxiet}' and collegial support and bumout in 55 staff 
members at psychiatric hospitals. Resuh show cross-legged panel and suggest 
that emotional exhaustion caused state anxiet}'. The second panel showed that 
lack of collegial support caused depersonahzation. 
Ellis and Millers (1994) determined the impact of specific type of 
supportive communication on bumout, organizational commitment and 
relation for practicing nurses. Results indicate targeted effects of 
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instrumental and informational support but broader effects for 
supportive communication and personal control Results indicate that 
other relations explaining the link between social support and burnout 
may be warranted 
Bennett. Kelhar and Rose (1994) examined how and why burnout 
occurs and how to pre\ ent heahh care worker who deal with HIV/AIDS care 
giving 54 nurses. Result shows that the social context is an important 
determinant of burnout. High bumout subjects had higher level of external 
coping stress, anxiet)' and stigma Low bumout subjects had higher level of 
intemal coping social recognition, support belonging and reward. It is 
suggested that bumout be reduced by stress and stigma management training, 
instruction in intemal coping skills and high social support especially by 
supportive group efforts 
Duquette. Kerouac, Sandhu. and Beaudet (1994) have done the review 
of empirical knowledge regarding factors related to bumout in nurses Results 
show that the t^ 'pe of nursing unit as type of patients did not seem to affect 
bumout rate. Relationship was found between lack of hardiness, character 
traits and support from superiors. 
Richard and Charles (1994) examined the relationship between work 
related social support personality variables and bumout among nurses and 
assessed whether social support and extraversion are significantly related to 
stress related social support and bumout. Results show that there was an 
interactive effect of social support and extraversion in relation to an emotional 
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distress variable Extraverted nurses required more work-related peer support 
than did introverts to avoid emotional exhaustion 
Papadatou, Anagncestopulas and Monas (1994) administered the 
Maslach Bumout Inventory and measures of environmental and personal 
variables to 217 oncology nurses and 226 nurses in general hospitals Result 
shows that a sense of personal control over the things that happen in life and in 
the work environment protected nurses from emotion exhaustion, 
depersonalization and lack of personal accomplishment 
Armstrong-stassen-Magarie (1994) compared the determinants and 
consequences of bumout in 586 Canadian and 263 Jordanian registered nurses 
working m a hospital setting Result shows that the level of stress, high level 
of administrative support was associated with high level of personal 
accomplishment 
De-Mircato, Latieflo, Cententano and Romano et al. (1995) assessed 
the prevalence of the bumout syndrome in 248 physicians. 397 nurses and 256 
ancillary' medical workers Significant difference was found between 
physicians and nurses on symptoms of bumout The prevalence was higher in 
physicians (58%) than nurses (50%) working m oncology departments 
Miller. Reesar, and McCarrey (1995) reviewed publication from 1974-
1992 on the concept of bumout, and personal and organizational issues 
Recommendations for preventing bumout are made It has been concluded that 
a number of individual and / or organizational development approaches can be 
taken towards the prevention and/or reduction of bumout 
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Duquette and Francine et al (1995) identified determinants of 
burnout in genatnc nurses Results suggested that geriatric nurses with hardy 
personahty traits when faced with work stress generating events are able to 
reduce strain and avoid burnout 
Parker, and Kulik (1995) examined how job stress and work 
support predict the experience of burnout Results suggest that burnout 
not only negatively impact on health care providers but also may 
influence objective absenteeism and supervisor perceptions of employee 
performance 
Cheak, Swearse Wong, and Sidney (1998) tned to establish the external 
validity for a model on spumed helpers reaction through examining the spurring 
burnout Imkage m practicing nurses Result shows that a heavy work load exerted 
not only a debilitating to main effect on burnout but also hindered spumed 
nurses, ability to adequately cope with recurrent patient rejection 
Leither. Havie. and Frizzel (1998) examined the relationship of nurse's 
burnout, intention to quit and meaningfulness of work as assessed on a staff 
survey with patient satisfaction with nursing care Result shows nurses 
cynicism was reflected in lower patient satisfaction with interactions with 
nursing staff the correlations between cynicism and often aspects of care far 
below satisfaction significance 
Schmitz. Neirman, and Roman (2000) examined the effects of 
locus of control and work related stress on burnout in hospital staff nurse 
Results support the h3''pothesized model and suggest the greater work 
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related stress and burnout would be associated with power locus of 
control in nurses The findings supported the notion that perceived degree 
of control is instrumental in enabling nurses to cope with stress and 
burnout 
Remi and Peterson (2000) tested relationship between the 
professional recipient and burnout Result shows higher emotional 
exhaustion No indication was found for a longitudinal relation between 
inequity and depersonalization Further results suggest thai personal 
accomplishment influence equit} 
Cam-OIcay (2001) examined the level of burnout in nursing 
academicians in Turkey and in\estigated the variables which were 
strongly correlated with the burnout nursing education setting in 
Turke) Result shows that the most significant predictor of emotional 
exhaustion was work setting Satisfaction in nursing education setting 
Finally these findings were compared with of those previous studies in 
the field 
Tselibis. Moulou. and Illias (2001) assessed the relationship 
between burnout, depression and sense of coherence using the Maslach 
Burnout Inventory It was hypothesized that the degree of sense of 
coherence renders problems either \ulnerable or resistant to both 
depression and burnout This article concludes that in the hospital setting 
the intervention by specialized personnel m order to assist nursing staff 
with burnout may be an appealing option 
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Wegkosep (2002) examined some of the causes and efifects of stress 
and burnout Result shows that the interaction exist between the indnidual 
(i e internal factors) and the en\ ironment (i e . external factor) 
Hallman, Thonsson. Burell Vispers et al (2003) ha\e made 
comparison in women with respect to burnout and coping abilities and 
related to the impact of educational level of differences in coping abilities 
and related to the impact of educational level on differences in coping 
strategies Women with coronar}' heart disease reported a higher le\el of 
burnout and had the highest scores demonstrating lack of coping, which 
indicates lesser coping abilities Differences concerning strain reducnon 
self-control and emotion distancing are discussed in terms of Ining 
conditions 
Demir, Ulusoy, and Ulusoy (2003) have made an attempt to 
identify the factors causing burnout in professional and private Ines of 
nurses working in the university and state hospitals in the city Maslach 
Burnout Inventory was used to determine the burnout level of individuals 
The most important findings of the present study are as follows higher 
education level, work experience and higher status decrease burnout while 
working a night shift increases In addition, nurses who have problems m 
relations with the other team members and are not satisfied with their 
work conditions have higher le\el of burnout Having difficulty in child 
care and in doing house chorus, health problems of the nurses or her 
children economic hardships and difficulties encountered transportation 
are other factor increasing burnout 
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Adah. Praimi Evagelou Mougne, et al, (2003) examined the levels of 
burnout experienced by that contribute to the development of burnout The 
sample consisted of 199 members of nursing personnel in five psychiatric 
hospitals in Athens The Maslach Bumout Inventory and mess work 
environment scale were used to assess nurse bumout and environmental 
factors The data was analyzed applying the stepwise multiple linear 
regression Generally occupational bumout appears to be at moderate levels 
The emotional exhaustion of nursing personnel, working in psychiatric 
hospitals, presented statistical significance compared to those working in 
psychiatric departments of general hospitals Age wise positively related to 
personal accomplishment A statistically significant correlation was observed 
towards the decrease m emotional exhaustion and depersonalization and the 
time spent caring and communicating with patients whereas the personal 
accomplishment was increased The step wise muhiple linear regression 
method was used to compare bumout with work environment characteristics 
and It was found that most of the subscale items were positive but related to 
work environment characteristics 
Job Involvement 
As Rabmowitz and Hall acknowledge, multivanate studies are 
necessary for investigating such relationships 
Recent studies by Rabinowitz. Hall and Goodale (1977) did adopt 
multivariate strategies Schuler used stepwise multiple regression analysis to 
determme whether job involvement vanance was better explained by 
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combination of induidua! variables (age ability to leave the organisation, 
relevant education and perceived participation m decision making) or a 
combination of organizational variables (participatory leadership, role 
ambiguity and task repetitiveness) Both combinations accounted for about 
the same amount of job involvement variance (approximately 33%) Schuler 
also stated that the inclusion of additional individual (seniority, education 
level, relevant work experience and authontanamsm) and organizational (task 
independence organ level, and role conflict) predictor variables resulted only 
in trivial increase in the percentage of job involvement variance explained 
(less than 21%) 
Rabinowitz et al (1977) who also used a stepwise multiple regression 
procedure similar results Their data revealed that individual difference and 
"job scope" (an unweighted linear sum of Hackman and Lawler's (1971) 
measures of four care job characteristics vanet)'. autonomy, task identity, and 
feedback) Were equally predictive of job involvement level, although the 
amount of involvement variance explained was used then that achieved by 
Schuler 
Herman Dunham and Hulin (1975) conducted more sophisticated 
multivariate analysis in their attempts to identify the relative amounts of 
common variance shared by a combination of several job-related attitudes (one 
of which was job involvement) and combination of personal and situational 
variables Oob-organizational characteristics) were more powerful than 
combinations of personal charactenstics in the context of explaining 
individual differences in combinations of job related attitudes The apparent 
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inconsistencies among the findings of Rabinowitz et al (1977) on the one 
hand and those of Herman et al, on the other, suggest that the first of 
Rabmowitz and Hall s (1977) conclusion may be premature The present study 
relied on multiple regressions and multiple discriminant function analysis to 
examine job involvement Multiple regression analysis provides an idea of the 
percentage of variance in one variable (job involvement level) that can be 
explained by the combined \ariances of other variables personal or situational 
characteristics Although multiple discnminant function analysis necessarily 
results in a certain loss of information in the context of study (since an internal 
scale is reduced to an ordinal scale when the sample is trichotomized On the 
basis of job involvement Ie^el. this analytic procedure is sensitive to two 
possibilities m the empirical data that are beyond the scope of regression 
analysis First, dividing the sample into three groups difference (overall & 
Klelt, 1972) Second, multiple discriminant analysis can detect serious non 
monotonicty in the independent vanable Different segments along the job 
involvement continuum may be more or less predictive from combinations of 
personal or situational variables Consideration of these possibilities is 
consistent with this study's explanaton approach to the construct of job 
involvement 
Researchers of the last few decades studies correlates of job 
involvement with reference to employee's job satisfaction, participation and 
performance Bass (1965) reported job involvement as representatives of 
employees ego-involvement in his job and to performance As observed by 
Weissenberg and Greuenfeld (1968) that the job involvement was found 
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significantly related to satisfaction with the motivator variables. Patchen 
(1970) reported that the job involved person is highly motivated and enjoys a 
sense of pride in his work. The job involvement has also been studied in 
relation to personal characteristics such as age, belief in ethic and need for 
growth seems to result in high involvement. High degree of job involvement 
may result in lower resignation rates (Blau, 1986). 
Rabinowitz and Hall (1977) pointed out that the job involvement has 
been made to understand the workers who are psychologically involved in the 
jobs and researchers became interested to study the job involvement by 
classifying the definitions that have guided the past research: (i) job 
involvement as a performance-self-esteem contingency, (ii) job involvement 
as a component of self image. Further it was classified into three theoretical 
perspectives: (i) job involvement as an individual difference variable, (ii) job 
involvement as a function of the situation, and (iii) job involvement as an 
individual situation interaction. 
Mehta (1977) interpreted that the factors such as autonomy, friendly 
relations, supervisory behaviour, mutual trust and support lead to more job 
involvement and resulting in increasing productivity. 
Kanungo (1979) presented a motivational approach to study job 
involvement and made a conceptual distinction between intrinsic 
motivation and job involvement He argued that the satisfaction of 
intrinsic needs might increase the possibility of job involvement. He 
described the concept of job involvement in terms of general cognitive 
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stale of psychological identification with work and so far as the work is 
percened to have the potentiality to satisfy ones salient needs and 
expectation The degree of involvement to be measured in terms of a 
person's cognition about his identification 
In a study by Prabhakala (1979) on bank employees to examine the 
relationship between job involvement and personality factors The result 
yielded that the subjects who were found most job mvolved scored 
significantly high in comparison to low mvolves subjects on factor 'A' and 
'F' While the low involved subjects scored significantly high on factor T and 
'M" The two groups m terms of their mean scores did not differ on remaining 
12 personality factors suggested that these personalit}' factors did not influence 
the level of job involvement 
Annantharaman (1980) examined job involvement of nurses m relation 
to age. tenure, income and locus of control The result indicated that the age, 
tenure and intemal locus of control were found to be significantly related to 
|ob involvement 
Anantharaman and Subba (1980) attempted to find out the relationship 
bet^^eenJob involvement and need satisfaction and between job involvement 
and organizational climate The result revealed that no relation between job 
involvement and various dimensions of organizational climate 
Anantharaman and DeMasenapathy (1980) studied job involvement of 
mangers, supervisors and workers of public sector umt The result showed that 
managers found more involved in their job than the supervisors and workers 
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In contrast to it the workers were found less in\ olved than the super\ isors The 
managers superMsors and workers differ significantly from each other m 
terms of their job involvement The results obtained were interpreted as the 
mangers have greater opportunities to make all important decisions \\hich 
might have led them to higher job involvement The workers on the other hand 
have lesser opportunities in decision making and setting their work place 
might have led them to be less jobs involved 
Madhu and Hangopal (1980) obtained positive relationship between 
job involvement and job performance 
Anantharaman and Kaliappan (1982) administered job involvement scale 
and state trait anxiety inventory on LIG female nurses aged 26-43 years Results 
indicated that age and job tenure were posltl^ 'ely related to job invoh'ement and 
state and trait anxiety scores were negatively related to job involvement 
Anantharaman and Begum (1982) carried out study to find out the 
difference in job involvement among bank employees The subjects of this 
study were 10 managers. 50 officers and 100 clerks The scores obtained by 
the subjects on job involvement scale were analyzed by means oft-test The 
result did not yield significant mean difference m terms of job mvohement of 
groups compared 
Tandon (1982) obser^ed that the workers performance was not 
associated with their job involvement It appears from the finding that the 
workers who are highly involved in their job do not mean that the\ will 
produce more m comparison to the workers who are less involved in their job 
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Another investigator Das (1982) examined the relationship between 
demographic variables with job im olvement of managers The result revealed 
that the managers who spent ten to fifteen years m job showed lowest job 
involvement The result also revealed that the middle management executives 
were found significantly lower in job involvement in comparison to the higher 
and junior level executives 
Singh and Mishra (1983) reported that the job involvement was not 
found significantl}' related to ego-strength and occupational stress The result 
also revealed significant inverse relationship between occupational strength 
and ego-strength 
Chaudahary (1983) obtained significant difference m the level of job 
involvement among managers, supervisors and workers working in private 
sector 
Smgh and Mishra (1984) studied the relationship between job 
satisfaction and job involvement found that the supervisors with high ego-
strength were found more satisfied and most involved in their job in 
comparison to the supervisors having workers ego-strength 
Mishra and Singh (1986) examined the mfluence of occupational stress 
and ego-strength on supervisor's job satisfaction and job involvement The 
result revealed that the job involvement was found positively related with job 
satisfaction, whereas job involvement and occupational stress were found 
inversely related The result also indicated that the supervisors who score high 
on ego-strength scale exhibited liigh stress in their )ob 
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Jon (1987) investigated source of gender differences in subjective job 
in\ohement using cross sectional and panel data from 1972, 1973 and 1977 
Result shows that women become more involved with their jobs over the 
period of study whereas men's subjective involvement decreased 
Singh (1987) studied to see the influence of occupational level on job 
involvement of supervisors and workers of diesel locomotive works, the 
results indicated no significant difference between the mean job involvement 
scores of supervisors and workers However, the mean of job involvement 
scores of supervisors was found higher in comparison to the workers 
Blau and Boal (1987) stated that the job involvement is the degree to 
which employees immerse themselves m their job and invest time and energy 
in doing their job and view their work as an integral part of their over all lives 
On the basis of their explanation the job involved employees seems to have 
firm believe in work ethic exhibit high growth needs and enjoy in taking part 
in decision making as a result of it the employees will seldom be tardy or 
absent and they are willing to work for longer hours and they are often willing 
to be high performers 
Wagner. Eirris, Fandt and Wajne (1987) examined the relationship 
between organizational tenure and job involvement Organizational tenure did 
not explain a significant proportion of variance in job involvement after 
removal of exogamous effects, it is suggested that relationship between job 
involvement and organizational tenure might be better represented by a non-
linear trend 
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Blau (1987) conducted a study on using a personal emironment for 
model to predict job involvement and organizational commitment and found 
that the proposed person-environment fit model is useful for predicting job 
inA olvement but not organizational commitment 
Latham, and Leddy (1987) conducted a study on sources of 
recruitment and employee attitude An analysis of job m\ olvement. 
organizational commitment and job satisfaction They found strong 
recruitment sources effect, with employee's referral emerging as a 
better source of recruitment than newspaper higher level on all three 
variables 
Singh and Belandra, (1987) conducted a study on a comparative study 
of job involvement of supervisors and workers m relation to their occupational 
level There was no significant difference between the job involvement source 
of supervisors and those of workers 
Lorance and Yon (1987) tested the gender and job model of sex 
differences m job involvement The} reported that women are more involved with 
their jobs over the penod of stud}' whereas men's subjective involvement 
decreased 
Mishra (1988) attempted to find out the moderating effect of role 
overload, job satisfaction and job involvement of first line industrial 
supervisors of diesel locomotive works The result indicated that the role 
overload did not emerge as moderators of the relationship between job 
involvement and job satisfaction. 
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Chaudhar}' and Satya (1988) conducted a slud\ on occupational level 
and job involvement - a comparative study of public and pruate sector 
employees Significant differences were found in the level of job mvolvement 
of managers, supervisors, and workers of the private sectors as compared to 
their counterparts 
Aleem and Khandelwal (1988) reported that women were less involved 
m their job than their male counterparts The difference obtamed was 
explained m terms of the difference in education, age and income The result 
was concluded in the light of the factors which were positively related to job 
involvement were performance of intrinsic job outcomes, higher education, 
age and high level of income 
Sekaran (1989) investigated cause and effect connections between job 
characteristics, sense of competence, job involvement and job satisfaction 
among bank employees He observed that work ethic had significant paths to 
job involvement and sense of competence and both increase confidence m job 
competence and skill vanety which hold direct path to job satisfaction In 
contrast to it the stress had a direct negative path to job satisfaction In 
addition, it has negative influence on sense of competence On the basis of 
results obtained they suggested, by making work more interesting in reducmg 
stress and facilitating the success experience might increase the sense of 
competence among employers and it might result in mcreased job satisfaction 
Singh (1989) studied the relationship between job involvement, job 
satisfaction, morale and performance of pubhc and private sector employees 
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The result showed significant relationship between job involvement, job 
satisfaction and morale of the employees working in two types of 
organizations 
George and Share (1990) investigated relatonship between job 
involvement career salience and organizational commitment. Results 
suggested that work commitment is both a global and multifaceted construct 
Achamamba and Gopikumar (1990) studied male and female bank 
employees reported that the locus of control was found significantly related to 
job involvement but the two groups did not differ significantly in terms of the 
mean job involvement scores 
Singh and Pestonjee (1990) mvestigated the possible effect of job 
involvement and sense of participation on job satisfaction of two categories of 
bank employees The result indicated that job satisfaction of bank employees 
was found to be affected positively by occupational level, job involvement and 
participation The interactional effect of job involvement and participation was 
found to be significant 
Singh and Nath (1991) conducted a study to explore the effects of 
organizational climate, role stress and locus of control on job involvement of 
banking personnel The result indicated that the subjects with high 
organizational role stress were found less involved m their job in comparison 
to the subjects of low organizational stress. The subjects scored high on 
achievement expectation affiliation and dependency dimension of 
organizational climate were found highly involved in their job in comparison 
73 
to those who scored low on these dimensions of organizational climate When 
intemal and external groups were compared it was observed that the external 
locus of control groups of subjects showed lower degree of job involvement in 
comparison to the internally locus of control group of subjects 
Ahmad and Khanna (1992) found negative correlation between 
occupational stress and job invohement They also observed that high job 
involvement groups were found more satisfied with their job m comparison 
to low job involvement group counterpart 
Robert (1995) conducted a study on relationship among job 
involvement, job satisfaction and organizational commitment in nurses 
Job involvement was not related to overall job satisfaction but was found 
to be related to satisfaction with work and promotion, opportunities, the 
degree of relationship between o\erall and specific factors of satisfaction 
and commitment between involvement and commitment was moderately 
high 
Mishra and Gupta (1995) investigated that the predicting effect of 
motivation, alienation and job involvement on performance of blue collar 
industrial workers The results show ed that motivation and alienation emerged 
as significant predictors of work performance but motivation was found 
strongest predictors of work performance 
Ammabhavi (1996) reported that the professionals with high job 
involvement have significantly higher quality' of life m comparison to the low 
job involvement professionals 
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Venkatachalam and Redd\ (1996) conducted a study to find out the 
impact of job level job tenure and Ivpes of organization on job involvement 
and job satisfaction among employees working in three organizations viz. 
banks, school and government offices The data obtamed on these scale were 
analysed by means of analysis of variance The result showed that the 
significant influence on job level, work involvement and job involvement and 
not job satisfaction The t}'pes of organizations in which the employees are 
working significantly influence the job satisfaction but not on work and job 
involvement The result also re\ealed that the job tenure do not show 
significant impact on job involvement, work involvement and job satisfaction 
Tisdale, Wilham-Bamard. and Moore (1997) examined attitudes 
activities and involvement in nursing research among psychiatric nurses in 
public sector facility The education level was positively correlated, whereas 
years of employment reflected m\ erse relationship with SRAI scores Nurses 
with a high school diploma as their highest level of education scored highest 
Nurses employed longer at the public sector facilits' scored lower on the SRAI 
than those recently hired Nurse who were older and employed for a greater 
number of year had lower research attitude scores 
Ammabhavi, and Dharanendriah (1997) conducted a study to 
identify the factors that contribute to job involvement among doctors . 
engineers, lawyers and teachers The age group of the subjects ranged 
between 30-60 years The subjects were required to give their response on 
job involvement scale and a personal data sheet Results showed that the 
selection of occupation expressed with regard to job satisfaction and 
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socio-cullural background that contributed significantly to job 
involvement of the professionals The result was interpreted that the 
professionals who choose their occupation and expressed higher job 
satisfaction and the professional who came from upper middle stratum of 
socio-cultural background showed higher job involvement than their 
counterparts 
Jaswant and Naveen (1997) conducted a study to examine the 
interactive effects of age, gender and Type-A behaviour pattern of job 
stress and job involvement of bank employees The result indicated that 
the two independent variables i e , gender and Type-A behaviour had 
significant effects on job stress The age and Type-A behaviour also 
significantly influenced the job involvement of bank employees The 
result showed significant interaction effects of age and gender, Type-A 
behaviours and gender for job stress 
Bhatt (1997) studied the job stress, job involvement, job 
satisfaction of male and female primary school teachers The samples 
were selected from pubhc and private school Job stress scale, job 
satisfaction scale and Lodahl and Kejner's Job Involvement Scale were 
administered on them The result indicates that the public school teacher's 
)ob stress was high and significantly negatively associated with job 
involvement Job satisfaction and job involvement were highly 
significantly positively correlated The result also showed significantly 
negative partial correlation between private and pubhc school teachers on 
job involvement 
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Nair (1997) examined the relationship of the role of job involvement as 
a personal outcome \ariable in the job characteristics model of Hackman and 
Oldham The sample of the study was consisted of non-supervisory level of 
employees engaged in technical and administrative work It was hypothesized 
that job involvement should be positively and significantly correlated with the 
relevant core job dimensions The result yielded the predicted relationship 
indicating that the job involvement may be considered in terms of personal 
outcome variables 
Venkatachalam et al (1998) earned out study on banks, schools and 
government office subordinates The study was aimed at to fmd out the effect 
of job level, organizational identit} on job involvement and job satisfaction 
The results sho\\ed that super\isors were more job mvolved and more 
satisfied from their job in companson to their subordmates Results also 
revealed that the employees working in banks were more job involved show 
greater level of job satisfaction than those working in schools and government 
offices They also reported that the significant effect of job level on job 
involvement and job satisfaction and the organizational identity significantly 
influenced job satisfaction but not the job involvement 
Biswas (1998) stiadied the influence of life style stressors -
performance, frustration, threat and physical damage on organizational 
commitment and job involvement of mangers, supervisors and workers of 
large and medium public and private sector organization The subjects were 
asked to complete the demographic information schedule, life style 
stressors questionnaire, job involvement questionnaire and the perceived 
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organizational questionnaire The result indicated that the performance 
threat and frustration emerged significant predictors of organizational 
commitment, whereas none of the stressors emerged as predictor of job 
involvement The result also indicated that managers scored high on job 
involvement as compared to the supervisors and workers The workers 
showed greater performance stress 
Joshi (1998) compared the private public sector employer in terms 
of job satisfaction, job invohement and work involvement The sample 
consisted of public and private sector employees On whom job satisfaction 
scale, job involvement scale and work involvement scale were 
administered A personal data sheet was also used to collect information 
regarding sex, age, length of service, work experience, monthly income and 
educational level The result indicated that the public and private sector 
employees differ significantK in terms of their job satisfaction, job and 
work involvement 
Share and Thornton (1999) conducted a study on distinctiveness 
of three work attitudes job involvement, organizational commitment and 
career salience Career salience and organizational commitment were the 
most distinct work attitudes whereas career salience job involvement was 
the least distinct attitudes Furthermore work values were found to be a 
strong antecedent of all three work attitudes Results obtained by them 
further suggest that work commitment as global and multifaceted 
construct 
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Yadav and Halyal (1999) studied job involvement and family 
involvement as determinants of job satisfaction and marital satisfaction. The 
result showed that psychological identification with the job and family 
involvement found positively correlated. 
Naaz (1999) studied the job involvement of textile mill workers in 
relation to job characteristics and demographic variables. Result indicated that 
the skill variety which is one of the components of job characteristics was 
found significant predictors of job involvement. The result also indicated that 
the task identity and skill variety were found as predictors of job involvement 
Joshi (1999) studied the job satisfaction, job and work involvement of 
industrial employee. The data obtained on these scale were analyzed by means 
of product moment correlation. The result revealed that the employee age, job 
experience and monthly income were significantly related to job involvement 
and work involvement. It was also find out that the monthly income to be 
significantly correlated with job satisfaction. It was also observed that the 
employees job satisfaction and job involvement was found significantly 
associated. The result did not yield significant relationship between employees 
work involvement and job satisfaction. 
Patel (1999) conducted a study to find out the influence of age, 
organizational commitment on job involvement of nationalized and co-
operative bank employees. The sample consisted of 200 employees (100 in 
each group). Mawday's organizational commitment scales and Lodahl and 
Kejner's job involvement scale were administered on them. The result 
79 
revealed that the ^ounger emploNees of both nationahzed and co-operative 
bank employees difler significajith with their middle age group employees 
The younger employees were found less job involved and showed less 
organizational commitment than the middle and elderly age group of 
employees belonging to same age did not differ significantly from each other 
on job involvement 
Organizational Culture 
Allaire, and Firsirotu (1984) critically examined the theories of 
organizational culture and commented that an integrative concept of 
organizational culture as a useful metaphor for studying the process of decay, 
adaptation and radical change context in complex organization to proposals 
based on the anal} sis In the proposed framework an organization has 3 
interrelated components - a socio culture system culttiral system and 
individual factors 
Bail (1984) examined the impact of orgamzatonal culture on 
approaches to organizational problem solving The problematic charactenstics 
of 6 cultural orientations were identified and their effects examined Several 
issues are discussed how culture for the wider existence of the culture 
orientation described a universal ^ ariable thesis or orgamzation to change is 
proposed 
Ouchi and Wilkms (1985) reviewed organizational culture with 
particular reference to macro and microanalytic organizational culture theories 
along with results based on empirical studies that used holistic, semiotic, and 
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quantilalive approaches It is suggested that the study of large forms m a 
period of experimentation and that it draws upon many insights that 
anthropologists, sociologists, and psychologists have developed in the study of 
other forms of social organization 
Barney (1986) advocated that firms which do not have the required 
cultures and generate the culture cannot engage in activities that will modify 
their cultures and generate sustained superior financial performance because 
their modified cultures typically will be neither rare nor imperfectly irritable 
Forms that have cultures with the required attributes can obtain sustained 
superior financial performance from their cultures 
Rose (1988) discusses the coordinated management of meaning theory 
for identifying different cultures within and for conceptualizing the interaction 
between them The utility of coordinated management of meaning on a 
theoretical and an analytical frame is demonstrated through applying the 
perspective to the interplay between dominant culture and three types of sub 
cultures - enhancing orthogonal and counter culture 
Barley. Meyer. Gordon and Gash (1988) studied the concept of 
cultures of culture Models of academic and practitioners oriented discourse 
on organizational cultures were derived from early papers on the topic The 
text of 192 articles written between 1975 and 1984 were examined few 
evidence of acculturation Data suggest that, overtime, academics appear to 
have moved toward the practitioner's point of view, while the latter appear to 
have been influenced by the former 
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Cooke and Rousseau (1988) have reported that there were significant 
differences across organizations with respect to the norms and expectation 
measured by the inventory Subcultural differences within organizations were 
found to occur across hierarchical level Data on preferred norms indicate that 
members of different organizations agreed that the ideal cultures for their 
firms would promote achievement onented affiliative, humanistic and self 
actualizing thinking and behavioural styles 
Potter (1989) conducted a study on what is culture and how it can be 
useful for organizational change agents and come to the conclusion that the 
concept of culture is a reminder that there are many world views and that these 
are important for predicting how others behaviour m change situations 
Shockley, and Marleys (1989) conducted a study on adhenng to 
organizational culture, what does it mean"? Why does it matter*^  They have 
reported that organizations broadly involve employees in the ongoing process 
of value development and articulations are more likely to identify and describe 
values that correspond to the values of diver's organization members 
Alvenson (1989) conducted a study on the culture perspective on 
organizations instrumental values and basic factors of culture Organizational 
cuhure research tends to lead to an impoverished conceptualization of cultural 
approach m often reduced and trivialized in order fit into the 'tool' view which 
gender may manage studies related to this limited use of the culture concept is 
a tendency for management - student to become trapped by the unquestioned 
assumptions of western managerial culture without being able to investigate 
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those for themselves way in which scholars could cope with the problem of 
cultural blindness are discussed 
Christopher (1989) demonstrates how culture influence, the way 
consultants and change agents gather their data and formulate proposals The 
concept of culture is a reminder that there are many world views and that these 
are important for predicting how others behaviour m changed situations 
Schein (1990) conducted a study on organizational culture Authors 
viewed that culture should be defined and analysed if it is to be used in the 
field of organizational psychology Other concepts are reviewed, a bnef 
history is provided and case materials are presented to illustrate how to 
analyze culture and how to think about cultural change 
Sackman (1992) studied on a number of cultural subgrouping existed 
m regard to two kinds of cultiiral knowledge, while an organization wide 
cultural revelry was identified for a different kmd of cultural knowledge 
Linstead, and Grapton (1992) stresses the importance of (1) approaching 
culture as a discursive complex (2) appreciating the importance of the other in 
supplementant^ ' and (3) appreciating the seductive processes of the formulation of 
culture and image as simulators It also stresses a pursuing detailed articulation 
and analysis of everyday practices to explore the marginal creativity of culture 
consumer s m particular socioeconomic and historical contexts 
Feldman (1993) conducted a study on how organizational culture can 
affect innovation'^  They have discovered that there is influence of culture on 
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attitudes towards and capacities for inno\ation in a medium culture and it can 
be used to stimulate innovation 
Marcoulides and Heck (1993) have reported that several latent 
variables - organizational structure and purpose organizational values, task 
organization structure and \alues task organization culture and individual 
values and beliefs affect organizational performance Analysis confirms the fit 
of the data to proposed model, which represents on initial impact to describe 
and evaluate the effects of various dimensions of organizational culture 
Smith and Schbrcq (1998) describe a method for in depth analysis of 
team cultures Result shows that the present method investigates team culture 
by simulating critical incidents Mew dilemmas The method analyzes the G 
cultural dimensions of adaptation, goal attainment integration and pattern 
maintenance and unusual networks for data processing "'cultural map" 
obtained by applying this method to 6 middle management teams comprised 
of a total of 6125 -60 year old m an industrial enterprise reporting excellent 
variables to which it was related 
Mujin. (1998) collected data from 8126 employees in a large 
government service agency using an anonymous survey measuring 19 
different aspects of organizational culture and climate Results are discussed in 
terms of their practical and meaningful relevance to organizational 
effectiveness 
Johnson and Mclnt)'e (1998) conducted a study on organizational 
culture and climate correlates of job satisfaction and reported that the measure 
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of culture was most strongly related to scores on job satisfaction, 
empowerment, involvement and recognition Measures of climate were 
strongly associated with scores on job satisfaction, communication followed 
by goals, creativity and innovation and decision making Results are discussed 
m terms of their practical and meaningful relevance to organizational 
effectiveness 
Liu. (2003) examined why unity and diversity of organizational 
cultures emerged as a function of economic reform, and how subcultural 
differences were reflected on employees perceptions of cultural practices Data 
were gathered from m-depth interviews and a large scale survey in two large 
state owned enterprises m North east china Results indicated that, although all 
employees were onented towards a common set of cultural themes, the two 
generations of employees did not exemplify the themes in the same way, 
specifically unity was illustrated by employers' desire to maintain harmony 
and to reduce mequality Diversit)' was revealed by first generation employees 
higher rating on loyalty, security and even bureaucracy/ The findings are 
discussed m the light of traditional Chinese cultural values, political ideology 
and the social context 
Social Support 
Jane (1985) tested the theoretical model of occupational stress 
developed by La Racco et al, (1980) in relation to job stress in cntical care 
nursing 164 female critical care nurse from 8 hospitals completed measures 
of perceived social support, perceived job stress, job dissatisfaction and 
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psychological symptoms It is concluded that the La Racco et al model can be 
successfully applied to the human services area 
Norbeck and Jane (1985) conducted a study on type and sources of 
social support for managing job stress in critical care nursing and reported that 
all the mam effects in the model but none of the buffermg effects For married 
subjects a specific type of support (work support) explained 24) of the 
variance of perceived job status, nearly double that of overall social support 
measure for their group For the unmarried subjects a specific source of 
support (from relatives) examined 10% of the variance in perceived job stress 
and 16% of the vanance in psychological symptoms - double or triple the 
effect of the total network support score for the full sample It is concluded 
that the Ra Racco et al model can be successfully applied to human services 
areas implications for nursing managers are noted 
Dione and Ehzabeth (1985) conducted a study on burnout and social 
support among the psyche nurse and examined differences in the nursing 
tasks performed and the estimated amounts of interpersonal involvement 
and conflict experienced by the nurses Burnout was positively and 
significantly related to the use of prescription calming drugs and negatively 
and significantly related to the number of hours in direct contact with 
patients Social support was negatively associated with and predictive of 
burnout and work setting was pertinent to burnout It is suggested that 
source effect and affirmation were inversely related to burnout additional 
emotional support and vahdation may be needed during stressful time at 
work and at home 
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Constable and Russell(1986) administered the Maslach Bumout 
Inventory, work environment scale and a social support measure on military 
nurses Result suggests that managers should initiate programmes of bumout 
prevention b\ incorporating and promoting elements of job enhancement 
reducing unhealthy work pressure and increasing social support mechanisms, 
particularly from supervisors. 
Constable. Russell and Daniel (1986) conducted a study on the 
effect of social support and the work environment upon burnout among 
nurses Results indicated the significant moderating effects of supervisors 
support on the relationship between job enhancement and emotional 
exhaustions Consistent with the buffering hypothesis or supremacy support 
increased the negative relationship between job enhancement and 
emotional exhaustion, a central component of burnout syndrome It is 
suggested that mangers should initiate programmes of burnout prevention 
by incorporating and promoting elements of job enhancement [reducing 
unhealthy \^ ork pressure, and increasing social support mechanisms, 
particularly from supervisors 
Browner. Kelly. Selesby and Jacelyn at al . (1987) examined the 
relationship between work stress and social support and health of 21 
psychiatric technicians who worked in 4 units m a state residential facility 
for persons \Mth severe and profound mental retardation Result indicates 
that the extent to which they perceived their coworkers as supportive have 
fewer health problems 
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Hendix, Centrell and Steel (1988) examined the effect of social support 
on the stress burnout relationship Results indicated that job stress and stress 
correlated positively with burnout while job and life support were negativel} 
correlated with burnout Neither job support nor life support moderated job 
stress or life stress burnout relationship Females exhibited significantly higher 
level of burnout, job stress and life stress then males, however there was no 
difference between male and female in the amount of social support perceived 
Koeske and Koseke (1989) conducted a study on work load and 
burnout on social support and perceived occupational health Results suggests 
that under certain conditions demanding work load were associated with 
worker burnout The most critical condition was low social support 
particularly low coworkers support A secondary' condition was a perception 
of being effectve with clients 
Singh and Ram. (1990) conducted a study on relationship between 
occupational stress and social support in flight nurses Significantly negatn e 
correlation was found between social support and occupational stress 
dissatisfaction 
Daga (1990) examined the relationship between burnout CBM, work 
stress and social support in 128 female nurses (aged 20-53 yrs) of medical and 
surgical wards Results show that no buffering effects of family support on 
B M were found also, surgical nurses reported more satisfaction with their 
social support than did medical nurses 
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Orgus (1990) conducted a sOidy on bumout and social support system 
among ward nurses No buffering effects of family support on bumout were 
found Also surgical nurses reported more satisfaction with the social support than 
did medical nurses 
Jennmge (1990) conducted a study on stress locus of control, social 
support and psychological symptoms among head nurses He hypothesizes that 
perceived stress from both work and non-work sources will be positively 
related to psychological symptoms Direct effect for both internal locus of 
control and social suppon while weak were manifest as expected These 
vanables demonstrated a negative relationship with psychological symptoms, 
none of the hypothesized buffering effects were directed The stress model 
directed from this study accounted for 35 9% of the variance in psychological 
symptoms Regardless of gender the head nurses, psychological symptoms 
were one standard deviation higher than non-patient norms 
Mettel, Price, Jures, and Suzanne (1991) examined the relationship 
between bumout, death anxiety and social support m hospice and cntical care 
nurses Hospice nurses reported feeling less emotional exhaustion, utilized the 
technique of depersonalization less frequently and experienced a greater sense 
of personal accomplishment The groups did not differ m social support when 
both the quantit}' and qualit)' of that constant were examined 
Nutkerlands (1992) conducted a research project m which both the 
direct and indirect effect of social support and coping were studied in the work 
solution of 561 nurses Result offer more support for mam effect model than 
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for a buffer as moderating effect model especialK with regard to the copmg 
strategies active problem sohmg and palliatne behaviour However, some 
moderatmg effects on nurses, reactions to their work solution were found for 
social support and for comforting cognitions as a coping strategy 
Boummons and Landourd (1992) examined the role of social support 
and coping behaviour in nursing work Results mdicate that subjects working 
on fixed shift were better off than subjects workmg on rotating shifts The 
prediction that subjects working m intensive care departments were better off 
than subjects working in non mtensne care departments received mixed 
support 
George, Reed. Ballard Jessie et al (1993) conducted a study on 
contact with AIDS patients as a source of \\ ork related distress effect of 
organizational and social support Both organizational and social support 
moderated the relationship bet\\een extent of exposure and negative mood 
with the relationship being strongest when support m low and weakest when 
support is high results of rests among a sample of 256 nurses supported all the 
h}pothesis 
Berlin and Kathenne (1994) considered the nature of home and work 
stress and investigated the role of social support from intra and extra 
organizational sources in reducing the stress and buffering impact on bumout 
of 110 female nurses Result shows that the le^el of stress, high level of 
administrative support was associated wath high level of personal 
accomplishment 
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Tyler, and Cushwa (1995) conducted a study on the effect of coping 
and social support Consistency is found in the predicted direction The 
buffering effects of copmg social support and full satisfaction \\ere found to 
be small and non-significant results suggests that a transactional model rather 
than a interactive model of social support and coping in these subjects 
Patrick and Deha (1995) imestigated the effect of coping strategies, 
social support and job satisfaction on stress with 245 general hospital nurses 
Results suggest that transactional model rather than an interactn e model of 
social support and coping in these subjects 
Tseng and Dong (2001) investigated subjectively percened quality of 
life and related factors of elderly nursing home residents 161 nursing home 
residents (aged 65-96 years) completed rating scales concerning qualm' of life, 
health status, social support and family interaction frequency Resuhs show 
residence in the nursing home was significantly negative relatn e to the quality 
of life Physical function, activities of daily living, social support from nurses, 
social support from nursing aids, social support from families, and frequency 
of family interaction were significantK positive relative to the quality of life 
Activities of daily living, social support from nursing aids, socioeconomic 
status, physical function, and frequency of mteraction with family w ere found 
to be significant predictors of qualit}' of hfe 
Kitaoka-Higashiguchi, Nakulogau, Monkawa, Ishizuki. et al . (2003) 
assessed the role of social support and individual style of companng on 
employee well-being Subjects were 663 intermediate managers (aged 35-60 
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years) working for a zipper and sack manufacturing company of Japan 
management were made of the following depression using the self-rating 
depression scale (SDS) job demand job control social support using R 
Karasek's job content questionnaire, and of 3 copmg styles emotion onented 
coping, task oriented coping and avoidance onented coping use the copmg 
inventory for stressful situation (CISS) Data were analyzed by structural 
equation modeling Pack coping style had a direct effect on depression 
Emotion-onented coping had a negative effect on the other hand task-onented 
coping and avoidance oriented coping style precedes and determine the 
perception of social support as well as job demand and control Social support 
showed a direct positive effect on depression Howe\er. the o^er impact on 
employees well-being was greater for individual coping styles as compared to 
social support from either supervisors or coworkers The present stud}' shows 
the effectiveness of coping strategies in the work place 
From the above account of empmcal evidence it is clear that there is 
no such study where the relationship of job burnout was examined with 
perceived organizational culture and social support, and the relationship of job 
mvohement with perceived organizational culture and social support among 
nurses of pnvate and govemment hospitals 
Chapter Three 
HYPOTHESES 
For the present study, the following hypotheses were proposed 
1 There is no difference between the nurses of private hospitals and 
government hospitals on job burnout 
2 There is no difference between the nurses of private hospitals and 
government hospitals on job involvement. 
3 There is no difference between the nurses of private hospitals and 
government hospitals on social support 
4 There is no difference between the nurses of private hospitals and 
government hospitals on organizational culture 
5. There is no difference between the nurses of private hospitals and 
government hospitals on emotional exhaustion 
6 There is no difference between the nurses of private hospitals and 
government hospitals on depersonalization. 
7. There is no difference between the nurses of private hospitals and 
government hospitals on personal accomplishment 
8 There is no difference between the nurses of private hospitals and 
government hospitals on approval support. 
9. There is no difference between the nurses of private hospitals and 
government hospitals on tangible support 
10 There is no difference between the nurses of private hospitals and 
government hospitals on belonging support 
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11 Theie is no difference between the nurses of private hospitals and 
go\ernment hospitals on fairness 
12 There is no difference between the nurses of private hospitals and 
government hospitals on mutual trust 
13 There is no difference between the nurses of private hospitals and 
government hospitals on openness 
14 There is no difference between the nurses of private hospitals and 
government hospitals on synergy 
15 There is no difference between the nurses of private hospitals and 
government hospitals on organizational climate 
16 There is no difference between the nurses of private hospitals and 
government hospitals on organizational environment 
17 There is no difference between the nurses of private hospitals and 
government hospitals on autonomy' 
18 There is no difference between the nurses of private hospitals and 
government hospitals on work •s alues 
19 There is no difference betvAeen the nurses of private hospitals and 
go^ ernment hospitals on organizational belongingness 
20 There is no difference between the nurses of private hospitals and 
government hospitals on confrontation 
21 There is no difference between the nurses of private hospitals and 
government hospitals on proaction 
22 There is no difference between the nurses of private hospitals and 
government hospitals on organizational loyalty 
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23 There is no significant predictor of job burnout amongst the two 
independent variables \iz Organizational Culture and Social 
Support in the nurses of prnate hospitals and government 
hospitals 
24 There is no significant predictor of job involvement amongst the 
two independent variables viz Organizational Culture and Social 
Support in the nurses of private hospitals and government 
hospitals 
25 There is no significant predictor of job burnout within the 
specified independent variables (components of organizational 
culture, social support MZ appraisal support, tangible support, 
belongmg support, fairness, mutual trust, openness, synergy, 
organizational climate organizational environment, autonomy, 
work values, organizational belongingness confrontation, 
proaction, organizational lo\alty) in the nurses of private 
hospitals 
26 There is no significant predictor of job involvement within the 
specified independent ^arlables variables (components of 
organizational culture, social support viz. appraisal support, 
tangible support, belonging support fairness, mutual trust, 
openness, synergy, organizational climate organizational 
environment, autonomy, work \a!ues organizational belongingness, 
confrontation, proaction organizational loyalty) in the nurses of 
private hospitals 
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27 There is no significant predictor of job burnout within the 
specified independent Aariables (components of organizational 
culture, social support viz appraisal support, tangible support 
belonging support, fairness, mutual trust, openness, synergy, 
organizational climate, organizational environment, autonomy, 
work values, organizational belongingness, confrontation, 
proaction, organizational loyalty) in the nurses of government 
hospitals 
28 There is no significant predictor of job involvement within the 
specified independent \ariables (components of organizational 
culture, social support viz , appraisal support, tangible support, 
belonging support, fairness, mutual trust, openness, synergy, 
organizational climate, organizational environment, autonomy, 
work values, organizational belongingness. confrontation, 
proaction, organizational loyalty) in the nurses of government 
hospitals 
29 There is no significant predictor of job burnout within the specified 
independent variables (components of organizational culture, 
social support viz, appraisal support, tangible support, belonging 
support, fairness, mutual trust, openness. S3'nergy. organizational 
climate, organizational environment, autonomy, work values, 
organizational belongingness. confrontation. proaction, 
organizational loyalty) in the nurses of private hospitals and 
government hospitals 
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30 There is no significant predictor of job involvement within the 
specified independent \ariables (components of organizational 
cuhure. social support viz.. appraisal support, tangible support, 
belonging support, fairness, mutual trust, openness, synergy, 
organizational climate, organizational environment, autonomy, work 
\alues. organizational belongingness, confrontation, proaction, 
organizational lo>-alty) in the nurses of private hospitals and 
go\ ernment hospitals. 
Chapter Four 
Methodology 
This chapter deals about methodology of the study The 
methodology includes sample, tools, procedure, and data anal>sis The 
topic of present investigation is "A study of Job-Burnout and Job-
Involvement as related to Perceived Organizational Culture and Social 
Support among Nurses of Private and Government hospitals"' 
Sample 
The sample of the present study consisted of 300 nurses The 
sample was randomly drawn from different hospitals of Aligarh district 
The sample was further classified into two categories i e 150 nurses were 
drawn from private hospitals and 150 nurses were recruited from 
government hospitals (JNMC and Malkhan Singh hospital) of Aligarh 
Clt} 
Tools 
The following tools were used m the present study 
Maslach Burnout Inventory The Job Burnout Inventory developed 
by Maslach and Jackson (1981) \\as used to assess the degree of burnout 
of the subject The scale contains 22 items and each item to be rated on 7-
point scale, ^ery mild. mild, and somewhat moderate, moderate, 
somewhat strong, strong, and very strong The scale measures three 
dimensions of job burnout viz emotional exhaustion, (item numbers, 1. 2, 
3, 4. 5, 6, 7) depersonahzation (item numbers 10. 11. 12. 13. 14) and 
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personal accomplishment (item numbers 15 16 17, 18, 19, 20) The 
reliability of the scale \\as found to be 0 56 as a whole and on the 
dimension wise depersonalization and personal accomplishment are 0 87. 
0 77 and 0 77 respectively 
Each statement to be rated on a continuum of very mild, mild, 
somewhat moderate, somewhat strong, and very strong with a scale of 1. 
2, 3. 4, 5, 6, 7 The range of the score varied from 22 to 154 on the scale 
(see Appendix I) 
Job Involvement Scale Job Involvement Scale developed by 
Lodahl and Kejner (1965) was used in this study The original scale that 
contains 20 items was preferred over the modified short version of this 
test because it was felt that there is a need to gather more information in 
terms of the score from the respondents from the point of view of the 
requirement of the present research It is a 5-point scale and each items 
was rated on a continuum of strongly agree to strongly disagree The 
score of a subject ranges from 20 to 100 High score indicate greater job 
involvement and low score indicate lesser job involvement The test and 
re-test rehability lies between 0 72 and 0 89 (see Appendix II) 
Organizational Culture Scale The organizational scale developed 
by (Imtiaz, 2000) was used in the present study It has 44 items with 
twelve dimensions namely, fairness mutual trust, openness, 
organizational climate, synergy, organizational environment, autonomy, 
work values, organizational belongingness, confrontation, proaction, and 
organizational loyalty To determine the reliability of scale, split-half 
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reliability was calculated and reliability coefficient of the scale was found 
to be r = 0 89 Further congruent validit\ was calculated to determine the 
validity of the scale and valldlt^ coefficient ^^as found to be r = 0 76 
which also indicate that test is highlv \ alid (See Appendix III) 
Interpersonal Support Evaluation Test In order the measure 
different level of social-support a modified \ersion of the Interpersonal 
Support Evaluation Test (ISET) was used The support scale was 
developed by Cohen Mermeletein Karmarak and Holarman (1985) This 
scale consisted of 18 items with two possible responses probably true or 
probably false (see Appendix IV) 
Biographical Information Schedule (BIS) The investigator 
prepared a biographical information schedule to gather background 
information of the respondent It contains information about age. work 
experience, name of the hospital etc 
Procedure 
First of all, the investigator obtained permission from the 
Superintendent. J M Medical College, Civil surgeon. Malkhan Singh 
Hospital and the respective doctors who are running their private 
hospitals which helped for in getting necessary cooperation for the 
purpose of data collection The investigator established rapport with the 
respondents (i e nurses) and assured them that their responses would be 
kept strictly confidential and would be utilized for the research purpose 
only After establishing rapport with the respondents, the data were 
collected individually according to their convenience 
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Statistical Analysis 
After obtaining data from the nurses of private and government 
hospitals it was ana]\'sed by means of t-test and stepwise multiple 
regression analysis, t-test was used to find out the differences between the 
mean scores of nurses working in private and government hospitals on 
different variables, namely, job burnout, job-involvement, social support 
and organizational culture. 
Stepwise multiple regression analysis was used to determine the 
relationship between the independent variables (social support and 
organizational culture) and two dependent variables (job-burnout and job 
mvolvement), and to identify different predictors of job burnout and job 
involvement. This method is used through Computer SPSS Package. 
Chapter Five 
RESULTS AND DISCUSSION 
The present study was carried out to explore the relationship of job 
burnout and job involvement with social-support and percened organizational 
culture in nurses of pnvate and government hospitals All the dimensions of 
social support and perceived organizational culture have been studied as 
independent variables and all the dimensions of job burnout and job 
involvement as dependent variable Data gathered from the nurses of both 
hospitals (prnate and government) were analysed m two phases In the first 
phase t-test was used to find out difference between the mean scores of nurses 
of private and government hospitals on numerous dimensions of independent 
variables and dependent variables In the next phase data obtained from the 
respondents were analysed by means of SPSS Package, because this package 
was considered the most suitable statistics to fulfill the objectn e of study 
Table 1: Indicating differences between the mean scores of Nurses workmg m 
prnate and government sectors hospitals on Job Burnout, Job 
In\ohement. Social Support and Organizational culture variables 
Variables 
Job Burnout 
Subjects 
(Nurses) 
Private 
Hospitals 
Government 
Hospitals 
N 
150 
150 
Mean 
75 30 
93 69 
SD 
10 49573 
8 40577 
t-
\ alues 
16 744 
P 
<0 01 
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Job 
Invcyhement 
Organizational 
Culture 
Social Support 
Prnate 
Hospital 
Go\ emment 
Hospital 
Private 
Hospital 
Government 
Hospital 
Private 
Hospital 
Government 
Hospital 
150 
150 
150 
150 
150 
150 
96 22 
77 90 
160 54 
121 78 
15 58 
9 76 
7 36 
1140 
10 75 
1127 
1 29 
2 49 
16 53 
30 46 
25 28 
< 0 0 ] 
<0 01 
<0 01 
Table 2: Indicating differences between the mean scores of nurses working in 
private and government hospitals on the dimension of job burnout 
and social support 
Variables 
Emotional 
Exhaustion 
Depersonalization 
Subjects 
(Nurses) 
Prn ate 
Hospital 
Go\ emment 
Hospital 
Prn ate 
Hospital 
Govemment 
Hospital 
N 
150 
150 
150 
150 
Mean 
20 09 
26 34 
1856 
24 17 
SD 1 t-
5 28 
5 64 
5 02 
3 90 
values 
9 874 
10 78 
P 
<0 01 
<001 
103 
1 
Peisonal 
1 Accomplishment 
1 
Prn ate 
Hospital 
Go\ emment 
Hospital 
150 
150 
36 62 1 5 71 
43 37 4 30 
11 55 <0 01 
Table 3: Indicating differences between the mean scores of nurses working m 
prn ate and go\emmenl hospitals on the dimension of 
Organizational Culture 
Variable 
Fairness 
Mutual 
Trust 
Openness 
Synerg}' 
Subjects 
(Nurses) 
Prn ate 
Hospital 
Go\ emment 
Hospital 
Private 
Hospital 
Go\ emment 
Hospital 
Private 
Hospital 
Gov emment 
Hospital 
Private 
Hospital 
Government 
Hospital 
N 
150 
150 
150 
150 
150 
150 
150 
150 
Mean 
18 07 
1301 
1014 
8 52 
11 38 
8 47 
14 97 
1135 
SD 
1 92 
2 16 
1 86 
2 21 
1 89 
2 93 
1 90 
2 68 
t-
value 
21 37 
6 85 
10 20 
13 45 
P 
<001 
<001 
<001 
< 0 01 
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Organi/alional 
climate 
Organizational 
environment 
Autonomy 
Work Values 
Organizational 
Belongingness 
Confrontation 
Private 
Hospital 
Government 
Hospital 
Private 
Hospital 
Government 
Hospital 
Pri\ ate 
Hospital 
Govemment 
Hospital 
Private 
Hospital 
Govemment 
Hospital 
Private 
Hospital 
Govemment 
Hospital 
Private 
Hospital 
Govemment 
Hospital 
150 
150 
150 
150 
150 
150 
150 
150 
150 
150 
150 
150 
1271 
11.35 
10 12 
8.45 
1627 
11 12 
14 00 
10 99 
15 82 
1088 
15 45 
9 83 
2 02 
2 19 
1 54 
1 79 
1.74 
2 52 
2 26 
2 36 
1 99 
2 50 
2 15 
2 69 
5 55 
8 61 
20 56 
11 29 
18 89 
19 98 
<001 
< 0 0 1 
< 0 01 
< 0 01 
< 0 0 1 
< 0 01 
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Proaction 
Organizational 
loyalty 
Pn\ ate 
Hospital 
Government 
Hospital 
Private 
Hospital 
Government 
Hospital 
150 
150 
150 
150 
11 96 
8 04 
9 65 
9 77 
1 64 
2 21 
1 95 
2 49 
17 42 
-0 46 
< 0 0 1 
0 644 
Table 4: Indicating differences between the mean scores of nurses working m 
private and government hospitals on the dimension of social 
support 
Variable 
Appraisal 
Support 
Tangible 
Support 
Belonging 
Support 
Subjects 
(Nurses) 
Private Hospital 
Government 
Hospital 
Private Hospital 
Government 
Hospital 
Private Hospital 
Government 
Hospital 
N 
150 
150 
150 
150 
150 
150 
Mean 
4 99 
251 
5 63 
4 20 
4 95 
3 07 
SD 
0 709 
139 
0 628 
155 
0 74 
142 
t-
value 
1941 
1049 
14 35 
P 
< 0 01 
< 0 0 1 
< 0 0 1 
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Private Hospitals 
Model Summary and Coefficients 
Table 5: Stepwise Multiple regression analysis (Dependent Variable Job 
Burnout) 
Step 
1 
Variables 
Openness 
R 
0 193 
R' 
0 037 
R^  
change 
0 037 
P 
0 01 
P 
-1 30 
t-
value 
2 38 
P 
<0 01 
In this step-wise multiple regression analysis fifteen independent 
variables were taken and only one variable (openness) appeared to be 
significantly predicting dependent vanable (Job Burnout) Hypothesis 
rejected Here is one significant predictor of job burnout among nurses of 
prnate hospitals Multiple regression value of this variable is 0 193 showing 
the predictabilit}' level of 19 3% An R square (0 037) show that openness is 
accounting for 3 7% of the total ^arlance of Job Burnout Coefficient shows 
that there is a negative relationship between openness and job burnout In such 
a way that increase of one unit the level of openness will cause decrease of 1 3 
units m the level of Job Burnout t-A alues are showing that our regression 
coefficient is highly significant 
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Table 6: Stepwise mulliple regression analysis (Dependent Variable Job 
Invohement) 
Step 
1 
2 
3 
4 
5 
Variables 
Tangible 
support 
Mutual Trust 
Openness 
Org climate 
Confrontation 
R 
0 23 
0 29 
0 36 
0 39 
0 42 
R^  
0 05 
0 08 
0 13 
0 15 
018 
R^  
change 
0 057 
0 031 
0 044 
0 025 
0 023 
P 
0 01 
0 05 
0 01 
0 05 
0 05 
P 
3 01 
-0 96 
0 82 
-0 67 
0 54 
t-
values 
3 37 
-3 04 
2 64 
-2 35 
1 99 
P 
<001 
< 0 01 
< 0 0 1 
< 0 05 
< 0 05 
In this stepwise multiple regression analysis Job InA olvement was taken 
as dependent variable 5 Aanables out of 15 entered in the model as being 
significant predictors of our independent Aanable Hypothesis rejected There are 
five significant predictors of job involvement within the specified components 
Among these fi\e vanables. tangible support is 0 239 R square is 0 57 showing 
that tangible support is causing as much as 5 7% of the total vanance m job 
involvement p Coefficient is 3 01 which show that there is a positive relationship 
betA\een tangible support and job invohement m such a way that each unit 
increase in the level of tangible support will cause an increase of 3 01 units in the 
level of job involvement The next sigmficant vanable is mutual trust having 
predictability of 29 6% R square \ alue (0 087) indicates that tangible support and 
mutual trust collectively cause 8 7% of the total vanance in job involvement 
Regression coefficient (- 0 969) shows a negative relationship between mutual 
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tiust and ]ob m\ol\ement This suggests thai each unit increase in the level of 
mutual trust will cause a decrease of 0 96 units of job involvement 
Third significant \ anable is openness with a predictive value of 36 3% R 
square value shows tliat all three A anables are causmg 13 2% of the total \ anance 
in the level of job imohement Regression coefficient (0 829) indicating a 
positne relationship betvAeen these two vanables This suggests that job-
in\ olvement increase b}' 0 829 units on each unit increase the level of openness 
The fourth significant ^ anable is organizational culture which has 
predictabilit} of 39 6% R square \alue is 0 157 wiiich shows that all the four 
\ anable cause 15 7% of the total A anance in the level of job involvement P 
Coefficient shows a negati\ e relationship - 0 673 which means that job involvement 
and organizational climate causes 0 67 units decrease in job involvement 
The fifth significant \ anable is confrontation which has predictabilit) 
of 42 4% R square is 0 18 showing that this accounts for 18% of the total 
^ anance m job involvement m such a way that each unit increase in the level 
of confrontation will cause 0 55 units of job involvement 
Table (7) : Combined sample of Nurses Private and Government Hospitals 
Stepwise Multiple Regression analysis Job Burnout Model 
Summary' and Coefficients 
Step 
1 
2 
Vanables 
Org 
Culture 
Social 
Support 
R 
0 62 
0 64 
R^  
0 38 
0 41 
R^  
change 
0 38 
0 02 
P 
0 01 
0 01 
p 
-0 25 
-0 94 
t-
values 
6 43 
3 73 
P 
<0 01 
<0 01 
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Stepwise multiple regression analysis was done on job burnout as 
dependent ^arlable and organizational culture and social support were 
considered as independent variables Hypothesis rejected Both the 
independent variables significant!} predict job burnout m the nurses of 
private and government hospitals After running the analysis 
organizational culture and social support were entered hierarchically 
showing that both the variables are predicting the occurrence of job 
burnout significantly A close scrutiny of table 12 indicates that multiple 
regression value on organizational culture is 0 623 This shows that 
predictabihty of job burnout due to organizational culture is 62 3% R 
square (0 388) shows that 38 6% Of the total variance in job burnout is 
due to organizational culture In other words organizational culture is 
accounting for 38 8% of the total variance in job burnout The change 
A alue of R square (R square change) is highly significant Regression 
coefficient (p) shows that there is a negative relationship between job 
burnout and organizational culture In the sense that each unit increase in 
the level of organizational culture will cause a decrease of 2 57 units in 
the level of job burnout t-value shows that significance of coefficient (to 
what extent coefficient differs from 0) which is highly significant The 
next significant \ariable predicting the occurrence of job burnout is social 
support with a profitability le\el of 64 4% (R=6 44) R square (0 415) 
shows that organizational culture and social support collectively account 
for 41 5% of variance in the le^el of job burnout R square has been 
changed (0 27) which is due to inclusion of social support Regression 
no 
coefficient (P) indicates that job burnout and social support are negatively 
related to each other in such a wa^ that if we increase social support by 
one unit job burnout will decrease b\ 0 94 units l-values shows that P 
level is highK significant 
The findings of the present study can be corroborated h\ the findings 
of some earlier studies For example Eastburg Williamson Gorsuch and 
Ridley (1994) found that both support from supervisors and peer cohesion 
contributed t decreased emotional exhaustion in a nursing sample Pretty et al 
(1992) obsersed that a sense of community in the work setting was linked with 
lower levels of exhaustion and depersonalization 
Hobfoll and Freedy's (1993) COR theory suggests that support is 
a resource that can energize individuals and enable them to deal with 
stressors n their work environment However, the extent of influence of 
support max depend on as \ariety of other factors, including the 
individuaFs willingness (and ability) to harness have simply examined the 
o\ erall amount of support, with little or no consideration of the nature and 
quality of support provided This may partly explain the inconsistent 
results obtained for this ^ ariable 
The findings of the present study implies that employees 
functioning m organizational cultures and climates that foster 
collaboration and cohesion, that enable employee participation in decision 
making, and that acknowledge individuals" efforts are less prone to 
burnout and other stress-related S3mptoms 
I l l 
Table (8): Stepwise Multiple Regression analysis Job Involvement Model 
SummaiA and Coefficients 
Step Variables 
Org 
culture 
Social 
support 
R 
0 60 
0 623 
R^  
0 360 
0 388 
R^ 
change 
0 360 
0 028 
P 
0 01 
0 01 
P 
0 242 
0 963 
t 
5 91 
3 71 
P 
< 0 01 
<0 01 
Hypothesis rejected, both the independent vanables significantly 
predicted job invohement in nurses of pnvate and government hospitals 
Another stepwise multiple regression analysis was done by taking into account 
job involvement as dependent variable Independent vanable in the analysis 
has entered m a similar sequence Organizational culture has entered as most 
significant predictors of job involvement with a prediction level of 60% R 
square value (0 36) shows that organizational culture accounts for 36% of the 
total variance in the level of job in\ olvement This change value of R square is 
highly insignificant Regression coefficient (P) shows that there is a positive 
relationship between organizational culture and job mvolvement which 
suggests that each unit increase m the Ie\el of orgamzational culture will cause 
an increase of 0 24 units m the level of job involvement t-value shows that p 
coefficient is highly significant 
The next vanable which is significantly predicting the occurrence of 
job involvement is social support Multiple R-value of this vanable is 0 623 
which indicates a strong prediction level of 62 3% R square value m this step 
IS 0 380 which shows that organizational culture and social support are 
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collectively causing 38 8% of the total variance The value of R square has 
been changed i e 0 28 which is highly significant Regression coefficient in 
this step shows that there is positive relationship between social support and 
job involvement This relationship tends to suggest that increase m the level of 
social support by 1 unit job involvement will also increase by 0 96 umts The 
value of p coefficient is highly significant 
Government Hospital 
Model Summary and Coefficients 
Table 9: Stepwise multiple regression analysis (Dependent Variable Job 
Burnout) 
Step 
1 
Variables 
Tangible 
support 
R 
0 169 
R^  
0 029 
R'^  change } p 
0 029 p 05 
P 
-0916 
t-value 
-2 08 
P 
<0 05 
This stepwise multiple regression analysis was done on nurses working 
in government hospitals Hypothesis rejected There is one significant 
predictor i e. Tangible support amongst the specified components Job 
Burnout has been considered as dependent variable and 15 independent 
\ ariables w ere taken into account of these fifteen variables, i e tangible 
support has been found as being the only significant predictor of the 
occurrence of job burnout amongst government hospital nurses This variable 
is haAing 16 9% of the predictability and R square is 0 029 which shows that 
tangible support accounts for 2 9% of the total variance in job burnout P 
coefficient is - 0 916 which shows that there is a negative relationship 
between burnout and tangible support in such a way that each unit increase m 
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the level of tangible support will cause a decrease of 0 92 units m the le\'el of 
job bumout 
Table 10: Job-Invoh ement Model summary and coefiTicient 
Step Variables 
Belongingness 
Support 
R 
0 177 
R^  
0 03 
R^  
change 
0 031 
P 
0 05 
P 
-1 41 
t-
value 
2 19 
P 
<0 05 
This stepwise multiple regression analysis was conducted on 
nurses working in government hospitals and job involvement has been 
considered dependent variable Hypothesis rejected There is one 
significant predictor i e. belongingness support The following 15 
independent variables were taken into account 1 Appraisal support. 2 
Tangible support. 3 Belonging support, 4 Fairness, 5 Mutual trust. 6 
Openness. 7 Synergy, 8 Organizational culture, 9 Openness, 10 
Autonomy, 11 Work values, 12 Organizational belongingness. 13 
Confrontation. 14 Proaction. 15 Organization In this analyses only one 
variable belonging support entered as a significant predictor of job 
involvement m government hospital nurses Multiple regression value on 
this variable is 0 177 which shows that its predictability to be 17 7% R 
square values show that this variable i e belonging support accounts for 
only 3 1% of the total ^arlance in job involvement P Coefficients shows a 
negative relationship between belonging support and job involvement m 
such a way that each unit increases in the level of Belonging support will 
cause decrease of 1 41 units in the level of job involvement 
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Table 11: Overall Sample of Nurses (Pnvate and Government Hospitals) 
Dependent variable - Job Burnout Model Summan and 
Coefficient 
Step 
1 
2 
3 
4 
5 
6 
Vanables 
Tangible 
support 
Appraisal 
support 
Autonomy 
Proaction 
Org climate 
Org 
environment 
R 
0 644 
0 656 
0 562 
0 629 
0 664 
0 670 
R^ 
0 415 
0 431 
0 316 
0 395 
0 441 
0 449 
R^ 
change 
0 020 
0 016 
0316 
0 679 
0 010 
0 05 
P 
0 01 
0 01 
0 01 
0 01 
0 05 
0 05 
P 
1 42 
1 16 
0 73 
-1 24 
0 62 
0 70 
t p 
- 2 98 <0 01 
-2 50 <0 01 
1 <0 01 
2 971 1 
1 
<0 01 
4 637 i 
2 28 1 <0 05 
! 
1 
2 04 i <0 05 
This stepwise multiple regression analysis was done on the composite 
sample of pnvate and government hospitals Job burnout was considered as 
dependent variable and 15 independent variables were taken Among them six 
independent variable entered as significant predictor of job bumout 
Hypothesis rejected There are six predictors which significantly predict job 
bumout in the nurses of private and government hospitals The first significant 
variable is autonomy with the predictabilit> of 56 21 whereas this '^a^able 
accounted for 31 6% of the total vanance in job bumout R square is 0 316 p 
Coefficient shows a negative relationship between autonomy and job bumout 
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This suggests that each unit increase the le\el of autonomy will cause a 
decrease of 0 734 units m the \e\ el of job burnout The next significant 
predictor in this model is proaction having a predictability value m this step is 
0 395 which sho\\s that autonomy and proaction collectively account for 
39 5% of total \ariance the le\el of job burnout Regression coefficient 
indicates negatne relationship between proaction and job burnout In such a 
way that proaction decrease by 0 124 units an increase of each units m the 
level of proaction 
Third important \ ariable is tangible support with predictive power of 
64 4% R square 0 415 indicating that autonomy, proaction, and tangible 
support collectiveh accounts for 41 5% of the total variance in the level of job 
burnout- regression coefficient mdicates a negative relationship which 
suggests that each unit increase m the level of tangible support causes a 
decrease of 1 42 units the level of job burnout 
Fourth significant predictor entered is appraisal support with 
predictability level of 65 6% R square suggests that all the four variables 
collectively account for 43 1% of total variance in the level of job-bumout p 
Coefficient indicates that there is a negative relationship exists between 
appraisal support and job Bumout The result suggests that each unit increase 
m the level of appraisal support wiU cause a decrease of 1 ]6% units of job-
bumout 
Fifth significant predictor is organizational culture having a prediction 
power of 66 4% R square shows that all these five variables collectively 
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account for 44 0% of the tola! variance In the level of job burnout p 
coefficient indicates a negative relationship The finding suggests that each 
unit increase the level of organizational culture will cause a decrease of 0 63 
units in the le^el of job burnout 
The sixth and the last variable entered is organizational environment 
w ith the prediction level of 66% R square \ alue shows that the entire model 
accounts for 34 9% of the total variance in the level of job burnout p 
Coefficient show s a negative relationship between organizational environment 
and job burnout This finding suggests that each unit increase in the level of 
openness will ensure a decrease of 7 units of job burnout 
Table 12: Overall sample of Nurses (Private Hospital and Government 
hospital) Dependent vanable - Job Involvement Model Summary 
and Coefficients 
Step 
1 
2 
3 
4 
5 
Variables 
Tangible 
support 
Appraisal 
support 
Fairness 
Autonom} 
Proaction 
R 
0 623 
0 642 
0 555 
0 604 
0 649 
R'' 
0 389 
0 412 
0 308 
0 365 
0 421 
R^ change 
0 024 
0 024 
0 308 
0 057 
009 
P 
0 01 
0 01 
0 01 
0 01 
0 05 
P 
1 763 
1401 
0 846 
0 571 
1 596 
t-
values 
3 57 
2 93 
3 179 
2 229 
2 09 
P 
< 0 01 
< 0 01 
< 0 01 
<0 01 
< 0 05 
StepMse multiple regression analysis was done on the dependent 
A'ariable i e job involvement and fifteen specific independent variables 
Hypothesis rejected There are five variables which significantly predict job 
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involvement among nurses of prnate and government hospitals Among the 
15 independent variables five variables entered as a significant predictor of job 
involvement The most significant predictor is fairness with prediction power 
of 55 5% R square shows that this variable causes 30 8% of the total variance 
in the level of job involvement Regression coefficient shows positive 
relationship This finding suggests that 0 85 units and each unit increase m the 
level of fairness The next significant predictor is autonomy with predicting 
power of 60 4% R square shows that fairness and autonomy collectively 
account for 66 5% of the total variance in the level of job involvement 
Regression coefficient shows a positive relationship between autondtny and 
job involvement which suggests that each unit increase the level of autonomy 
will cause an increase of 0 057 units in the level of job mvolvement Third 
most significant variable is tangible support with predicting power of 62 3% 
R square shows that all three predictors are causing 38 9% of the total variance 
in the level of job involvement Regression coefficient shows positive 
relationship between tangible support and job involvement which suggests that 
each unit mcrease m the level of tangible support will cause an increase of 
1 76 units in the level of job involvement The next significant predictor 
variable is appraisal support with prediction level of 64 2% The value of R 
square shows that all the four predictors account for 41 2% of the total 
^ ariance in the level of job involvement Regression coefficient shows a 
positive relationship between appraisal support and job involvement which 
suggests that each unit increase in the level of appraisal support enters an 
increase of 1 4 units m the levels of job mvolvement The final vanable 
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entered as the significant predictor is proaction with predictive power of 
64 9% R square shows that it accounts for 42 0% of the total variance in the 
job involvement which suggests that each unit increase the level of proaction 
will cause 1 6 units of job involvement 
Chapter Six 
CONCLUSIONS, IMPLICATIONS AND 
SUGGESTIONS FOR FURTHER RESEARCH 
Conclusions 
The finding of the present study leads to following conclusions; 
1. Significant differences were found to exist between the mean scores of 
nurses of private and government hospitals on job burnout, job 
involvement, social support and organizational culture. 
2. Significant differences were found to exist between the mean scores of 
nurses of private and government hospitals on the dimensions of job 
burnout, namely, emotional exhaustion, depersonalization, and 
personal accomplishment, 
3. Nurses of private hospitals scored significantly higher than the nurses 
of government hospitals on all the dimensions of organizational 
culture, namely, fairness, mutual trust, openness, synergy, 
organizational climate, organizational environment, autonomy, work 
values, organizational belongingness, confrontation, proaction and 
organizational loyalty, 
4. Nurses of private hospitals scored significantly higher than the nurses 
of govemment hospitals on appraisal support, tangible support, and 
belonging support dimensions of social support. 
5. Openness variable of perceived organizational culture was found to a 
significant predictor of job burnout among nurses of private hospitals. 
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6 Tangible support, mutual trust openness culture and confrontation 
variables \\ere found to be significant predictors of job imolvement 
among nurses of private hospitals 
7 Out of 15 independent variables of perceived organizational culture 
and social support only tangible support was found to be the significant 
predictor of job bumout among nurses of government hospitals 
8 Belonging support was found to be a significant predictor of job 
in\ olvement m nurses of gov erament hospitals 
9 Tangible support, appraisal support, autonomy, proaction. 
orgamzational climate, and orgamzational mvolvement were found to 
be significant predictor of job imolvement m the nurses of private and 
gov emment hospitals 
10 Tangible support, appraisal support, fairness, autonom> and proaction 
were found to be significant predictor of job involvement among 
nurses of pnvate and government hospitals 
11 Orgamzational culture and social support significantly predicted job 
bumout m the nurses of pnv ate and government hospitals 
12 Organizational culture and social support significantly predicted job 
inv olvement m the nurses of pnv ate and government hospitals 
Implications 
The findings of the present studv provide important contributions to 
nursing practice by focussing on the process in which nurses make decisions 
about health care of patients Findings hav e a particular relevance for nurses m 
that they focus on perceptions of bumout, organizational culture, job 
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involvement and the level of social support withm a socio-cultural context 
and type of organization (i e prn ate and public sector) 
In the light of the present results, it was felt that the need is to develop 
and conceive the process of education, not merely as an instrument of 
providing im oh ement and satisfaction m a job, but as an activity that nurtures 
a continuous growth of the mmd and the coping with burnout and respect the 
ethics and morals necessary' for quality of work hfe 
Present findings, facilitating comprehensive and in-depth insight into 
the work-related behaviour of nurses, and also have substantial relevance for 
the nurses to engage themselves in such an altruistic profession A better 
understanding of nurse's behaviour m relation to social and organizational 
variables can also help the counselors and hospital administrators m their 
endeavour of chanellizmg the nurses for job commitment and job 
involvement 
Suggestions for Further Research 
The organizational variables that have been studied here pose 
major challenges for nursing researchers To conclude this chapter, I want 
to suggest some directions for future research m this field These 
suggestions are not intended to be exhaustive, nor are they presented m 
any specific order of importance, but they do highlight some important 
direction that I believe, needs to be attended to for research to continue 
to make a meaningful contribution for the apphcation of empirically 
based knowledge to the management of job burnout through social 
support in nurses 
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Wilh the best effort and most perfectionist attitude, no investigator can 
claim (0 have carried out a stud}' totally free from limitations; particularly this 
bemg an exploraton,' study, the investigator could not visualize some of the 
problems and limitations on the basis of vast data generated in the present 
study. Following are the suggestions for further research and improvement: 
1. The present study was confined only to nurses of private and 
government hospitals, thereby hampering the generalization of results 
for the overall nurse's population. Therefore, it would be worth the 
effort to cover a large sample encompassing different socio-
demographic variables, i.e., gender, job tenure, in job training, etc. to 
bring out a more general and much clearer view of the nurses 
behaviour. 
2. In view of the results obtained, there is a need to conduct depth 
inters'iews with the nurses. Such a qualitative analysis can throw more 
light on the variables studied here. That is, how do nurses cope with 
job burnout and what are the levels of social support? 
3. In order to avoid unwieldiness, the inter-correlations between the 
various A'ariables under study were not considered in the present stud)'. 
An analysis of the inter-correlations of these correlates can further 
clarify their respective relationship with values. 
4. In the present study, the various inferences regarding nurses' behaviour 
were based on the perceptions of nurses themselves. One may get a 
slightly different picture if the information about their job burnout, job 
involvement, and social support is collected from the other significant 
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sources like doctors, patients, kith and kin. hospital administration. 
head nurses, etc 
Finally, there is a need for greater investigation of strategies and 
interventions to prevent burnout de\eiopment or to alleviate symptoms of 
burnout when it does occur. For effective and long-term alleviation of burnout, 
fundamental changes in job conditions and organizational culture may be 
required to reduce the exhaustion encountered by nurses and to promote social 
support network through colleagues and administration. 
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Jippendices 
Appendix I 
MASLACH BURNOUT I N V E N T O R Y 
Dear Respondent - You re requested to read each question carefulh 
and gne your response on 7 point scale You assign a number against each 
statement in the following manner that 
Assign ' r if 3'our feeling is ver}' mdd 
Assign '2 ' if your feelmg is mild 
Assign ' 3' if your feeling is somewhat moderate 
Assign '4 ' if your feeling is moderate 
Assign ' 5 ' if your feeling is somewhat strong 
Assign '6 ' if your feeling is strong 
Assign '7 ' if your feeling is ver}' strong 
STATEMENTS 
1 I feel emotionally drained from my work 
2 I feel used up at the end of the workday 
3 I feel fatigue when I get up m morning and to face another day on the job 
4 Working with people all day is really a strain for me 
5 I feel burnout of my work 
6 I feel frustrated by my work 
7 I feel am \\orking too hard myjob 
8 Working directly with people puts too much stress on me 
9 I feel like I am at the end of my rope 
10 I feel I treat some customers, as if they were impersonal "objects 
11 I have become more callous toward people, smce I took this job 
12 I worr}' that this job hardening me emotionally 
13 I don't really care what happened to some recipients 
14 I feel customers blame me for some their problems 
] 5 I understand how m}' customers feel about things 
16. I deal ven- effectively with the problem of my customers 
17. I feel I am positively influencing other people's lives through my job 
] 8 I feel ven- energetic 
19. I can easily create a relaxed atmosphere w ith my customers. 
20 I feel exhilarated after working closely with my student. 
21. I have accomplished many worthwhile things in this job. 
22. In my \\ork. I deal with emotional problem, very calmly. 
I l l 
Appendix II 
JOB INVOLVEMENT SCALE 
Dear respondent you re requested to read each statement carefully and 
rate on a 5-point scale m terms of agree, disagree in the manner given below 
Give 5 point if N ou are strongly agree 
Give 4 point if \ ou are agree 
Give 3 point if \ ou are undecided 
Give 2 point if ) ou are disagree 
Give 1 point if vou are strongly disagree 
1 I Will sta\ overtime to finish a job even if I am not paid for it 
2 You can measure a person prett\ \\ ell by how good a job he / she do 
3 The major satisfaction m my life comes from my job 
4 For me. time at work really flies b} 
5 I usually show up for work a little earh to get things ready 
6 The most important things that happen to me involve ms work 
7 Sometimes I lie awake at night thmkmg ahead for the next day s work 
8 I am realh perfectionist about m\ work 
9 I feel depressed when a failure is at sometimes connected with my jobs 
10 I have other activities more important than my work 
11 I live eat and breathe my job 
12 I would probably keep working e^  en if I did not get the money 
13 Quite often I feel like staying home from work instead of coming in 
14 To me m^  work is only a small part of who I am 
15 I am ver} much involved personalh in m) work 
16 I avoid taking on extra duties and responsibilities in m} work 
17 I used to be more ambitious about m} w ork than I am now 
18 Most things in life are more important than work 
19 I used to care more bout m^  work but now other things are more 
important to me 
20 I would like to kick myself for the mistake I make in my work 
IV 
Appendix III 
ORGANIZATIONAL CULTURE QUESTIONNAIRE 
This questionnaire is designed to find out some of the behefs, values 
and practices of the organization in which you are working Below are given 
number of statements / questions and you are requested to read carefully each 
and to respond m the following manner 
• Assign " 1 " to the statement / question when you have strong disagreement 
• Assign " 1 " to the statement / question when you have disagreement 
• Assign "1'" to the statement / question when you have neutral vie 
• Assign "1'" to the statement / question when you have agreement 
• Assign " 1 " to the statement / quest on when you have strong agreement 
1 In our organization employee's skills and abilities are given due weight 
age m given promotion and sanctioning any other reward 
2 Peoples generally have greater enthusiasm to take initiative at work 
3 People generally follow organizational rules and regulations here 
4 Employees always feel free to think, generate, and apply new ideas for the 
productive growth of the company 
5 Supervisors / Managers generally emphasize over team-work in carrying 
out work responsibilities here 
6 Criticism and back-bitmg is a normal culture in this organization 
7 Employees generally take initiative to resolve the conflicts and problems 
at their own level 
8 Employees interact and communicate with their superiors, colleagues, and 
subordinates in confidence and trust 
9 Employees are generally being treated here as they are expecting 
10 Supportive attitude is encourage and promoted here 
11 Maintaining harmony is highly valued here 
12 Employees with right spirit generally hold discussions and give 
suggestions to help impro\'e organizational working and productivity 
efficiency 
13 Generally employee's behaviour at work is quite predictable 
14 People feel proud of organizational fairness 
15 Absenteeism le\ el is A ery low in our company / organization 
16 Employees ha.\e greater freedom to act independentl} within the 
boundaries of their job responsibilities 
17 Employees generally have confidence among others which help them to 
resolve problems and if needed they would willingly share responsibilities 
at work here 
18 People have very open discussion with regard to all sorts of problems for 
better solution 
19 People feel free themselves to work here 
20 People are strictly super^ ased here through stnct organizational rules and 
regulations 
21 People spontaneously express their feelmgs, pleasant or unpleasant 
before managers/supervisors and their feelings are well attended and 
cared here 
22 I have the feelmg of loosing my interest and commitment with my work 
and the organization here 
23 People are actton oriented willing to take initiative and show high degree 
of pro-organizational activity 
24 People are generally productive and self controlled here 
25 The organization is well organized and has clearly defmed goals 
26 People try to put their best effort to work with others rather to have an 
individualistic effort 
27 People generally do not want to work unless they are forced 
28 People generally feel that they are not being trusted here 
29 Nurturmg and helping subordinates is encouraged m this organization 
30 I am for my organization / company 
31 People generally say with pride about the prestige and status of the 
organization / company in which they are working 
32 Work environment allows people to accomplish the tasks m their best way 
here, hence, they do not hesitate to take up competitive and challenging 
tasks 
VI 
33 Company / organization stnctly adheres to very open self-appraisal 
systems 
34 Performance standards are ver* low in the organization 
35 People share responsibilities without hesitation 
36 People's achievement and competencies are given more importance than 
hierarchical status here 
37 People usually do not tolerate cnticism against the organization / 
company 
38 Suggestions and employees grievances are welcomed here from all the 
either seniors or juniors m cadre and are well taken for both employees 
quality of life and organizational development 
39 Work environment is very unhealthy and suffocative here 
40 People here are more individualistic, they only complete a assigned task 
for which they are expected to be compensated 
41 People are generally deeply involved m developing and working out best 
means for promoting organization / company productive efficiency 
42 There is no place here for the honest and efficient employees 
43 I have the feeling that what I have achieved in my life, it is only because 
of my organization / company 
44 People are only expected to follow proper channels of communication 
here 
45 Responsibilities are allocated here without any prejudice 
Please, recheck that you have ansyvered all the questions. 
vu 
Appendix IV 
INTERPERSONAL SUPPORT EVALUATION TEST 
Instruction: 
Here is a list of statements each of which may or may not be true about 
you For each statement we would like you to circle "T" if the statement is 
probably or certainly true about you and "F if the statement is probably or 
false or not about you 
You may find that most of the statements are neither clearh true nor 
clearly false In this cases try to decide quickly whether true 'T" or false "F" is 
the most accurate descnption of you Although some questions will be 
difficult to answer, it is important that you choose one of the two alternatives 
Remember to circle only one altemative for each statement Now read each 
Item carefully and respond 
1 There is at least one coworker whose 'advice I really trust T/F 
2 There is really no one among m)' coworkers whom I can trust to give me good T/F 
financial advice 
3 There is really no one among my coworkers who can give me objective feed T/F 
back about how I am handling m} problems 
4 I feel that there is no one among my coworkers with whom I can share my T/F 
private worries and fears 
5 If a family cnsis anses some of my coworkers would be able to give me good T/F 
advice about handling it 
6 There is someone among my coworkers whom I could turn to him for advice T/F 
about problems related to my job 
7 There are several different people among my coworkers T/F 
8 I do not often get invited to do things with my coworkers T/F 
9 If I wanted to have lunch with someone I could easily find one of my T/F 
coworkers to join me 
10 When I feel lonely, there are my several coworkers, I could call and talk to T/F 
them 
11 I regularly meet or talk with my coworkers T/F 
V I U 
12 I feel that I am on the fringe m my circle of coworkers T/f 
13 If I were sick and needed someone to dri\ e me to the doctor I would have T/F 
trouble in finding someone among my coworkers 
14 If 1 needed a quick emergency loan of Rs 100 00. there is someone among my T/F 
coworkers I could get it from 
15 If I needed some help m moving to a new home I would have a hard time in T/F 
fmdmg someone among my coworkers to help me 
16 If I had to mail an important letter at the post office by 5 00 O'clock I could T/F 
not make it there is someone among my coworkers who could do it for me 
17 If I needed a nde to the airport very early m the morning. I would have a hard T/F 
time in fmding one of my coworkers to take me there 
18 If I got stranded ten miles out of m}' town, there is someone among my T/F 
coworkers I could call to come to get me 
IX 
Appendix V 
BIOGRAPHICAL INFORMATION SCHEDULE 
1 Name 
2 Age 
3 Sex 
4 Religion 
5 Designation 
6 Length of Experience 
7 Department / Faculty 
8 General Health 
